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ABSTRACT 
 
This study focuses on the South African Strategic Framework for Gender 
Equality within the Public Service (2006-2015). The study is qualitative in nature 
and performed literature and documentary reviews of official reports. It utilised 
an unobtrusive method for the research. This study provides a conceptual 
framework gained from the relevant literature in an effort to explain the issues, 
concerns and challenges related to gender equality. The study contextualises 
factors that affect the effective implementation of the Strategic Framework for 
Gender Equality within the Public Service. The realisation of gender equality and 
women’s empowerment in a broader perspective forms part of Sustainable 
Development Goal (SDG) 5. This study recommends that all South African 
public service departments need to gain knowledge and awareness regarding 
gender mainstreaming and gender equality through workshops and short 
courses; and the human resource (HR) management processes in the public 
service need to be gender based; gender mainstreaming and equality processes 
and structures need to be established, integrated, and functioning efficiently. 
The study also suggests that that all public service departments submit a gender 
mainstreaming and equality report annually to the Department of Public Service 
and Administration (DPSA) for assessment to identify gaps in the 
implementation of the Strategic Framework for Gender Equality within the South 
African Public Service. These corrective measures may improve gender equality 
in the public service, hence meeting the goals of SDG 5 (gender equality and 
women’s empowerment) at large. 
Key words: Gender, gender mainstreaming, gender equality, South African 
Public Service, Strategic Framework for Gender Equality within the Public 
Service, Sustainable Development Goals. 
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1 
CHAPTER ONE 
GENERAL SCIENTIFIC AND METHODOLOGICAL 
ORIENTATION OF THE STUDY 
1.1 Introduction 
This study focuses on the South African Strategic Framework for Gender 
Equality within the Public Service (2006-2015). This first chapter provides the 
background and rationale for the study in order to contextualise the research. 
The problem statement, guiding research question, secondary research 
questions, and research objectives are provided. Attention is also paid to the 
methodological approach in terms of the research design, research method, and 
data-collection methods. Concepts that are used frequently in the dissertation 
are also defined. The chapter concludes with a discussion of ethical 
considerations observed, provides an outline of the dissertation, and introduces 
the research process that was followed in the subsequent chapters.  
1.2 Background, rationale, and problem statement 
An African woman, according to the statistics of the World Bank (2016:1),  
“faces a 1 in 31 chance of dying from complications due to pregnancy or 
childbirth, compared to a 1 in 4 300 chance in the developed world. And 
women and girls often have little influence over resources and norms, 
restricting what jobs and crops are considered appropriate for women 
and thus limiting their earning potential in agriculture, enterprise or the 
labour market”.  
In addition, information released by the World Bank (2016:1) emphasises that,  
“women’s voice and agency remain limited, with rates of gender-based 
violence [GBV] reaching alarming levels. Poor access to legal rights, 
sexual and reproductive health services, freedom of movement, and 
political voice pose additional constraints for women. Attitudes and 
customs perpetuate many of these inequalities across generations”.  
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The same nature and extent of women’s disempowerment are witnessed 
throughout Southern Africa as well, whereby “the historical legacy of 
suppression of women rights paved the way towards feminist movements 
questioning the status of women in the democratization process” (Conaway 
n.d.:2-3). These feminist movements resulted in the formulation of the African 
Charter on Human and Peoples’ Rights, known as the Protocol on the Rights of 
Women in Africa, adopted by the African Union (AU) in 2003. More gender-
based awareness in terms of equal rights was followed by the Declaration on 
Gender Equality in Africa, adopted in the Third Ordinary Session of the United 
Nations (UN) Assembly in Addis Ababa, Ethiopia, in 2004. 
In order to meet the demands of continent-based declarations, the Southern 
African Development Community (SADC) also made commitments to 
implementation at regional level, such as the UN Convention on the Elimination 
of All Forms of Discrimination Against Women (CEDAW); the Beijing Declaration 
and Platform for Action; the Millennium Development Goals (MDGs), now known 
as Sustainable Development Goals (SDGs); and African Declarations (Protocol 
to the African Charter on Human and Peoples’ Rights on the Rights of Women 
in Africa). In addition, the Southern African Regional Symposium on Women in 
Local Government was organised in Johannesburg, South Africa, in 1996. The 
aim of this symposium was to review the participation of women in local 
government in the SADC region. In 1997, SADC heads of state committed to at 
least 30% female representation in all areas of decision making as part of the 
SADC Declaration on Gender and Development signed in Malawi (see Vyas-
Doorgapersad 2014a for more declarations). 
These commitments prompted South Africa to establish the National Policy 
Framework for Women’s Empowerment and Gender Equality in 2001. In order 
to advance gender equality within the country’s workforce, the Strategic 
Framework for Gender Equality within the Public Service (2006-2015) was 
prepared by the Department of Public Service and Administration (DPSA). This 
study aims to identify and discuss the factors that hamper the implementation of 
the Strategic Framework for Gender Equality within the Public Service. The 
rationale is that there is a lack of gender equality in the South African Public 
Service, which is substantiated by a review of official documents.  
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For example, Gender Mainstreaming Initiatives in Public Service, a report 
published by the Public Service Commission (PSC 2006), states that,   
“empowerment of women is not happening in any significant or 
meaningful way in departments. Apart from general policies and practices 
that affect all staff there are no specific programmes that recognise 
women as a separate interest group with specific interests and needs. 
This includes issues related to recruitment, training and addressing the 
practical needs of women” (PSC 2006 cited in Nhlapo and Vyas-
Doorgapersad 2016:171). 
This situation was further confirmed by official reports of the DPSA (2006:7), 
highlighting that “in March 2005, the public service workforce stood at 1 073 033 
employees, showing a net increase of 29 336 employees from December 2004. 
Of these figures, Blacks represented 86.5% of the workforce, while women 
represented 53.3%”. In addition, according to the DPSA (2006:7), additional 
statistics emphasise that “in terms of women in management as tallied during 
31 March 2005, women constituted 53.3% of the Public Service workforce but 
only constituted 29% of senior management positions”. The situation did not 
improve by 2014, when the DPSA published another report (cited in Nhlapo and 
Vyas-Doorgapersad 2016:171-172), emphasising the same challenge of gender 
inequality and highlighting that “women mostly occupy lower levels where 
earnings and power to influence decisions are equally less”. The consideration 
of women in lower management levels allows them to obtain a job at entry level. 
This affects their career in the long-term as the succession from entry-level 
positions to higher management positions requires a considerable timeframe 
and is often delayed.  
Information regarding the lack of gender mainstreaming in the labour market is 
supported by Hearne (2014:1), who states that,  
“the results of the 2014 MasterCard Index of Women’s Advancement 
shows that gender inequality towards women at work remains. The 
overall index score of 73.5 for 2014 is marginally higher than the outcome 
of 73.4 in 2013 and 73.3 in 2012. A score of 73.5 means South African 
4 
women at work are still not equal to men, as a score of 100 indicates 
gender equality”.  
These statistics are a warning indicating that women are marginalised in human 
resource (HR) processes (recruitment, selection, promotion, career 
management) and that gender mainstreaming requires serious consideration 
and implementation by South African policy makers to improve the situation. 
In addition, the analysis of the gender equality of the entire South African 
workforce in the Quarterly Labour Force Survey (Statistics South Africa [Stats 
SA] 2017a:1) shows that “44 in every 100 employed individuals are women”. 
This survey further highlights that “women fill 44% of skilled posts, which 
includes managers, professionals and technicians. This figure has not shifted 
much over the years; it was 44% in September 2002” (Stats SA 2017a:1). The 
situation reveals that although women have employment opportunities, they are 
restricted to lower-level positions. The South African Human Rights Commission 
(SAHRC) in its report (2017:11) therefore, emphasises that “in the financial year 
ending 31 March 2016, 16% of the total complaints received alleged a violation 
of the right to equality”. This situation creates a great concern to mainstreaming 
gender in the Public Service and offering equal employment opportunities to 
both men and women. 
In order to improve the situation and enhance gender equality within the Public 
Service, the DPSA proposed the Strategic Framework for Gender Equality within 
the Public Service in 2005. The rationale, conceptual and structural framework, 
and processes to mainstream gender through the implementation of the 
Strategic Framework for Gender Equality within the Public Service is reviewed 
in this research through document analysis of the official reports of the DPSA, 
the PSC, and the Parliamentary Monitoring Group (PMG). The analysis is 
discussed in more detail in Chapter Four of this dissertation. 
A literature review also reveals that there are factors that affect the effective 
implementation of gender equality in the country. Some of the socio-economic, 
political, cultural, and traditional factors are gender relations, poverty; HIV/AIDS; 
digital divide; gender-based violence (GBV); access to basic resources; social 
protection and social wellbeing; access to employment, economic 
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empowerment, science and technology; women’s access to political power and 
decision making; as well as women’s mobility in the workplace (see Chapter 
Five). In addition, regulatory and institutional factors may impede the effective 
implementation of the Strategic Framework for Gender Equality within the Public 
Service. These factors are discussed in Chapters Three, Four and Five. 
Based on the provided background, this study aims to provide a conceptual 
framework gained from the relevant literature in an effort to explain the issues, 
concerns, and challenges related to gender equality. The study contextualises 
factors that affect the effective implementation of the Strategic Framework for 
Gender Equality within the Public Service (2006-2015). The realisation of gender 
equality in a broader perspective forms part of SDG 5, which deals with gender 
equality and women’s empowerment. 
Based on this outline of the research initiative, the problem, and the purpose 
statements, the main research question addressed in this study is: To what 
extent do regulatory and institutional factors influence the effective 
implementation of the Strategic Framework for Gender Equality within the Public 
Service, and in achieving SDG 5 in South Africa?  
Appropriate research questions and objectives were formulated and the 
necessary research methodology was utilised to guide the research process. 
1.3 Research questions and objectives 
This study addressed the following research questions and objectives: 
1.3.1 Research questions 
The study asked the following secondary research questions in order to find 
possible answers: 
 What does the concept of gender entail? 
 What does the concept of gender equality entail? 
 What are the development movements that paved the way for gender 
equality? 
 What are the theoretical approaches to gender equality?  
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 What are the statutory, regulatory, and policy frameworks implemented 
in the South African Public Service to advance gender equality? 
 What is the rationale of the Strategic Framework for Gender Equality 
within the Public Service? 
 What is the structure and conceptual framework for gender equality in the 
South African Public Service? 
 What are the processes to mainstream gender in the South African public 
service? 
 What are the factors that influence gender equality in South Africa? 
 What are the factors that hamper the effective implementation of the 
Strategic Framework for Gender Equality within the Public Service? 
 What are the possible recommendations for the South African Public 
Service to successfully implement the Strategic Framework for Gender 
Equality within the Public Service? 
1.3.2 Research objectives  
In order to accomplish the purpose of this study, the main objectives of the study 
served specific aims, namely:    
 To conceptualise gender and gender equality, and to discuss the 
development movements that paved the way for gender equality, as well 
as the theoretical approaches to gender equality; 
 To describe the statutory, regulatory, and policy frameworks implemented 
in the South African Public Service to advance gender equality; 
 To discuss the rationale of the Strategic Framework for Gender Equality 
within the Public Service, and to explain the structure and conceptual 
framework, as well as the processes to mainstream gender in the South 
African Public Service; 
 To explain the factors that influence gender equality in South Africa and 
which hamper the effective implementation of the Strategic Framework 
for Gender Equality within the Public Service; and 
 To provide possible recommendations for the South African Public 
Service to implement the Strategic Framework for Gender Equality within 
the Public Service successfully. 
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In order to achieve the stated objectives, an appropriate research design and 
methodology was utilised, which are discussed in the following section. 
1.4 Scientific and methodological approach to research 
This section incorporates the scientific reasoning behind choosing an 
appropriate research design and methodology. 
1.4.1 Social science approach to the methodology 
According to Curthoys (2014:1),  
“with the growing alliance of gender studies with cultural studies and the 
transformation of the latter from an interdisciplinary project into a new 
discipline, feminist scholarship has become much more disciplinary in 
focus. For this reason, it is important to understand why it is that women 
have found it much harder to achieve parity with men in some disciplines 
than others, and why strong gender differences remain within disciplines.”  
Various development movements have been witnessed in the past that demand 
gender equality, such as Women in Development (WID), Women and 
Development (WAD), and Gender and Development (GAD). Various gender-
based theoretical approaches have therefore also emerged in a multi-
disciplinary context, such as the critical feminism theory, the gender disparities 
theory, the liberal theory, the equal treatment approach, the welfare approach, 
the efficiency approach, the equity approach, the empowerment approach, and 
the gender mainstreaming approach (GMA). The feminist movements resulted 
in the notion of transformation that demands that gender-based aspects need 
integration in all government policies, programmes, and projects. This approach 
is called the GMA. The researcher adopted the GMA as a theoretical framework 
as it meets the objectives of this study. 
1.4.2 Scientific and methodological approach to the study 
This section discusses the scientific reasoning behind choosing an appropriate 
research design and methodology. Research is defined by Bhat (2018:1), as “a 
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careful consideration of study regarding a particular concern or a problem using 
scientific methods”. According to Van Wyk (2011:4), a  
“research design is the overall plan for connecting the conceptual 
research problems to pertinent (and achievable) empirical research. In 
other words, the research design articulates which data are required, 
which methods are going to be used to collect and analyse the data, and 
how all of these will answer the research question, hence it is considered 
as the significant mode to find answers to research questions”.  
The research question “connects the ‘what’ with the ‘how’” (Rossman and Rallis 
2012 cited in Patience 2015:13). Auriacombe (2013:156) emphasises that the 
“first part of the research design is generally seen as dealing with the ‘what’ of a 
study and the second part with the ‘how’. Although seen as two different units, 
these units form an integrated whole”.  
The concept of research methodology, according to Rajasekar, Philominathan 
and Chinnathambi (2013.:5),  
“is a systematic way to solve a problem. It is a science of studying how 
research is to be carried out. Essentially, the procedures by which 
researchers go about their work of describing, explaining and predicting 
phenomena are called research methodology. It is also defined as the 
study of methods by which knowledge is gained. Its aim is to give the 
work plan of research”.  
Research methods, according to Rajasekar et al. (2013:5),  
“are the various procedures, schemes, and algorithms used in research. 
All the methods used by a researcher during a research study are termed 
research methods. They are essentially planned, scientific, and value 
neutral. They include theoretical procedures, experimental studies, 
numerical schemes, statistical approaches, etc. Research methods help 
researchers to collect samples and data and to find a solution to a 
problem”. 
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The nature of research, the unit of analysis, the data sources, and the theoretical 
field for a specific research project are instrumental in selecting the appropriate 
research method (see Brynard and Hanekom 1997:129; also see Nhlapo 2019). 
Qualitative and quantitative research paradigms, as adopted by Nhlapo (2019 
citing Wessel 1999:384), seem to be prominent in the social sciences in general 
when studying human behaviour or the characteristics of human behaviour. 
Notably, according to De Beers (1999:436-463) and Nhlapo (2019), unobtrusive 
research methods or techniques such as concept analysis, documentary 
analysis, or conceptualising analytical models to acquire meaning are also used 
to study a product of human behaviour or human characteristics.  
Based on the methodology and research design, a researcher is able to identify 
appropriate methods (qualitative, quantitative, or mixed method) to conduct a 
study. These methods assist researchers in finding answers to guiding research 
questions and achieving research objectives. The methodology utilised in this 
study is qualitative in nature, as discussed next with reasoning. 
1.4.3 Qualitative research approach to the methodology 
The word “qualitative”, as stated by Denzin and Lincoln (2005 cited in University 
of Southern California 2018:1), implies “an emphasis on the qualities of entities 
and on processes and meanings that are not experimentally examined or 
measured [if measured at all] in terms of quantity, amount, intensity, or 
frequency”. Denzin and Lincoln (2005 cited in University of Southern California 
2018:1) further emphasise that, 
“qualitative researchers stress the socially constructed nature of reality, 
the intimate relationship between the researcher and what is studied, and 
the situational constraints that shape inquiry. Such researchers 
emphasize the value-laden nature of inquiry. They seek answers to 
questions that stress how social experience is created and given 
meaning”. 
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Qualitative research is therefore  
“multi-method in focus, involving an interpretive, naturalistic approach to 
its subject matter. This means that qualitative researchers study things in 
their natural settings, attempting to make sense of, or interpret, 
phenomena in terms of the meanings people bring to them” (Simply 
Psychology: internet source). 
The strength of qualitative research is  
“its ability to provide complex textual descriptions of how people 
experience a given research issue. It provides information about the 
‘human’ side of an issue – that is, the often contradictory behaviours, 
beliefs, opinions, emotions, and relationships of individuals. Qualitative 
methods are also effective in identifying intangible factors, such as social 
norms, socio-economic status, gender roles, ethnicity, and religion, 
whose role in the research issue may not be readily apparent” 
(Northeastern University 2012:16). 
This study primarily employed the qualitative research strategy. The qualitative 
research approach is significant for this study as “it emphasises the careful and 
detailed description of social practice” (Sibanda 2015:45). The qualitative 
research approach of this study utilised the triangulation of data (concept 
analysis, document analysis, and unobtrusive research) to strengthen validity 
and reliability in the research process.  
Researchers also consider inductive and deductive reasoning in their studies. 
The main difference between inductive and deductive approaches, according to 
Gabriel (2013; also see Nhlapo 2019), is that  
“whilst a deductive approach is aimed and testing theory, an inductive 
approach is concerned with the generation of new theory emerging from 
the data…[.] Inductive approaches are generally associated with 
qualitative research, whilst deductive approaches are more commonly 
associated with quantitative research. However, there are no set rules 
and some qualitative studies may have a deductive orientation”.  
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According to Bhattacherjee (2012:4; also see Nhlapo 2019), both inductive and 
deductive research  
“are important for the advancement of science, it appears that inductive 
(theory-building) research is more valuable when there are few prior 
theories or explanations, while deductive (theory-testing) research is 
more productive when there are many competing theories of the same 
phenomenon and researchers are interested in knowing which theory 
works best and under what circumstances”.   
All elements of the research design therefore create a conceptual framework.  
1.4.4 Application of key research concepts of the study 
The research design reflects the purpose of the inquiry, which can be 
characterised as exploration, description, and explanation, and hence aims to 
achieve the study’s objectives, such as exploratory, descriptive, and/or 
explanatory research, which are discussed in the following sub-sections. 
1.4.4.1  Exploratory research 
According to Manerikar and Manerikar (2014:1),  
“when a researcher has a limited amount of experience with or knowledge 
about a research issue, exploratory research is useful. It ensures that a 
more rigorous, more conclusive future study will begin with an inadequate 
understanding of the nature of the problem at hand”.  
Manerikar and Manerikar (2014:1) further add that, “usually, exploratory 
research provides greater understanding of a concept or crystallizes a problem. 
Exploratory research is initial research conducted to clarify and define the nature 
of a problem”. Exploratory research for the purpose of this study is intended as 
an exploratory investigation into the implementation of the Strategic Framework 
for Gender Equality within the Public Service to ensure that the intention and 
impact of this framework are achieved. The method used in exploratory research 
is the use of secondary research (available and published research data). 
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1.4.4.2  Descriptive research 
Descriptive research is research that is  
“used to ‘describe’ a situation, subject, behavior, or phenomenon. It is 
used to answer questions of who, what, when, where, and how 
associated with a particular research question or problem. Descriptive 
studies are often described as studies that are concerned with finding out 
‘what is’” (Center for Innovation in Research and Teaching [CIRT] n.d.).    
Descriptive research  
“attempts to gather quantifiable information that can be used to 
statistically analyze a target audience or a particular subject…[.] This type 
of research is conclusive in nature, rather than exploratory. Therefore, 
descriptive research does not attempt to answer ‘why’ and is not used to 
discover inferences, make predictions or establish causal relationships” 
(CIRT n.d.).  
Descriptive research is therefore built upon descriptive questions such as “what 
is …”. 
1.4.4.3  Explanatory research 
Explanatory research  
“is conducted for a problem that was not well researched before, 
demands priorities, generates operational definitions, and provides a 
better-researched model. It is actually a type of research design that 
focuses on explaining the aspects of a study in a detailed manner” 
(Yousaf 2018:1).  
Explanatory research, according to Yousaf (2018:1), is not used to provide 
conclusive evidence but helps to understand a problem more efficiently.  
Exploratory, descriptive, and explanatory research has different uses. The focus 
in the case of this study was intended as an exploratory investigation into the 
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implementation of the Strategic Framework for Gender Equality within the Public 
Service, asking descriptive questions such as “what is..?”  
This researcher utilised the case study design approach, with a specific focus 
on the Strategic Framework for Gender Equality within the Public Service (2006-
2015). In this study, the “case” is defined as “a unit or entity that sets the 
boundaries in terms of how far the research will go” (Sibanda 2015:47). The 
scope of this study is the South African national level of government, whereby 
the data were derived from the period between the years 2006 and 2015. A 
limitation of the case design, according to Sibanda (2015:47), is that data 
collected and findings from this type of study may not be particularly useful or 
relevant beyond the context of the case study. The Strategic Framework for 
Gender Equality within the Public Service (2006-2015) is considered a case 
study, as discussed in Chapter Four. 
1.4.5 Unit of analysis  
The unit of analysis is the major entity that a researcher analyses in a study. The 
unit of analysis “is the ‘what’ or ‘who’ that is being studied. Units of analysis are 
essentially the things we examine in order to create summary descriptions of 
them and explain differences among them” (Auriacombe 2007:38). Units of 
analysis that are commonly used in social science research include individuals, 
groups, organisations, social artefacts, and social interactions (Creswell 
2009b:66). In this study, the unit of analysis is the Strategic Framework for 
Gender Equality within the Public Service (2006-2015), as well as the case 
under study. 
1.4.6 Validity and reliability 
Validity  
“is the extent to which a concept, conclusion, or measurement is well-
founded and corresponds accurately to the real world. The validity of a 
measurement tool is considered the degree to which the tool measures 
what it claims to measure; in this case, the validity is equal to accuracy” 
(Auriacombe 2007:32).  
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As emphasised by Du Plooy (2001:53),  
“it is generally accepted that the concept of scientific validity addresses 
the nature of reality and, as such, is an epistemological and philosophical 
issue, as well as a question of measurement. The use of the term in logic 
is narrower, relating to the truth of inferences made from premises”.  
Reliability, according to Davis (n.d.; also refer to Ncamphalala 2019),  
“refers to the repeatability of findings. If the study were to be done a 
second time, would it yield the same results? If so, the data are reliable. 
If more than one person is observing behaviour or some event, all 
observers should agree on what is being recorded in order to claim that 
the data are reliable”.  
Reliability, as explained by Golafshani (2003:52), “does not imply validity. That 
is, a reliable measure that is measuring something consistently is not 
necessarily measuring what needs to be measured”.  
Validity is important to social research because it can help researchers to 
determine which methods to use that not only meet the criteria of research ethics 
but can also measure the idea, concept, theory, or construct under examination, 
interrogation, review, or in question; hence seeking answers. Reliability is 
important to social research as it offers consistency of information. 
The researcher utilised varied sources of information through a comprehensive 
literature and documentary review of published research articles, research-
based master’s dissertations and doctoral theses, official reports of South 
African public service departments, and annual reports and published 
documents of the DPSA, the PSC, and the PMG. The reason for obtaining 
information from these documents was to ensure that the information was 
gathered from reliable and valid sources, and to achieve data saturation. Various 
themes were created in the study to offer adequate information on the status of 
gender equality in the South African public service.  
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1.5 Unobtrusive research techniques applied for the purposes of this 
study 
Unobtrusive research methods  
“offer a strong critique of positivism, which is the concept that truths can 
be determined about the social world by scientific measurement. They 
instead belong to the epistemological theory of interpretivism, which is 
that the social sciences are fundamentally different from natural sciences, 
therefore requiring researchers to reject empiricism and grasp subjective 
meanings of social action” (Bryman 2004 cited in O’Brien n.d.:2; also see 
Nhlapo 2019).  
In terms of “ontological considerations, unobtrusive methods fit into the 
constructionism theory, whereby social phenomena and their meanings are 
continually accomplished and revised by social actors” (Bryman 2004 cited in 
O’Brien 2010:2; also see Nhlapo 2019). Unobtrusive “measurement presumably 
reduces the bias that results from the intrusion of the researcher” (Web Center 
for Social Research Methods n.d.). Schurink (2009) states that  
“designing your study within a specific research paradigm means that you 
situate it within a specific framework with interrelated assumptions, 
concepts, theories, values and practices that comprise the way you think 
reality should be viewed (ontology) and studied (epistemology)…[.] When 
designing the research project, the focus should be on the research 
question. In addition, there is a focus on the research methodology, 
design, techniques and the theoretical, conceptual, as well as the 
analytical framework that could best clarify the research purpose and 
perspective and therefore the study objectives formulated for the 
purposes of the research project” (cf. Auriacombe 2016c; also refer to 
Nhlapo 2019).   
The methodology of this study, as adapted by Maseko and Vyas-Doorgapersad 
(2018:170), was based on the triangulation of several unobtrusive research 
techniques and entailed a desktop analysis of literature and official documents 
to conceptualise and contextualise the area of investigation.  
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The data-collection sources for the desktop analysis included global 
authoritative books, articles, and regulatory, policy, and strategy documents. 
The methodological approach included specific dimensions of unobtrusive 
research techniques such as, for example, concept and document analyses. 
1.6 Data-collection techniques applied for the purposes of this 
research 
The following research techniques were utilised in this study. 
1.6.1 Literature review 
According to Molaoa (2011:88),  
“Successful researchers depend on a well-planned review of the 
available literature. A review of the literature is the way information about 
what is already known and not known is learned. It is important for the 
researcher to organise the search of literature around the key concept to 
be studied”.   
The following secondary sources were consulted for this research: 
 Relevant published textbooks on gender, gender equality, gender 
mainstreaming, feminist movements, theories of gender development 
and empowerment, and gender studies; 
 Unpublished dissertations and theses on gender equality in the South 
African context; 
 Articles from scientific journals, reference works, as well as newspaper 
and magazine reports; 
 Internet sources; 
 Unpublished lectures, documented interviews and speeches, periodic 
reports, and documented cases; 
 National and international conference papers and workshop reports; and 
 Training manuals.  
A comprehensive literature study on gender, gender mainstreaming and 
equality, and social, economic, cultural, political, traditional, and religious factors 
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that hamper gender equality in South Africa forms part of Chapters Two and 
Five of this dissertation.  
1.6.2 Documentary review 
The “use of documentary methods refers to the analysis of documents that 
contain information about the phenomenon a researcher wishes to study” 
(Mogalakwe 2006:221). Mogalakwe (2006:221) further states that  
“a document is a written text. Documents are produced by individuals and 
groups in the course of their everyday practices and are geared 
exclusively for their own immediate practical needs…[.] They have been 
written with a purpose and are based on particular assumptions and 
presented in a certain way or style and to this extent, the researcher must 
be fully aware of the origins, purpose and the original audience of the 
documents”.  
The following are some of the various documents that were consulted to gain 
information regarding the gender mainstreaming and equality aspects for this 
study: 
 International regulatory frameworks signed or ratified by the South 
African state; 
 Statutory, regulatory, and policy frameworks that demand gender equality 
within the South African Public Service; and  
 The Strategic Framework for Gender Equality within the Public Service 
(2006-2015).  
Document analysis  
“is a social research method and is an important research tool in its own 
right, and is an invaluable part of most schemes of triangulation, the 
combination of methodologies in the study of the same phenomenon…[.] 
In order to seek convergence and corroboration, qualitative researchers 
usually use at least two resources through using different data sources 
and methods. The purpose of triangulating is to provide a confluence of 
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evidence that breeds credibility” (Research Methodology in Education 
2016).  
Information from official documents of South African Public Service 
departments, the DPSA, the PSC, and the PMG were compiled, and forms part 
of Chapters Three, Four, and Five. 
1.7 Research ethics 
This study conformed to the academic and research ethics of integrity and 
honesty and adhered to the non-plagiarism rules of the University of 
Johannesburg. A Research Ethics Committee Clearance Certificate was 
obtained from the Research Ethics Committee of the College of Business and 
Economics at the University of Johannesburg (see Appendix). The ethical 
principles were highly regarded by the researcher. The study utilised documents 
that are available in the public domain.  
1.8 Clarification of key terms and concepts 
This section explores the key concepts that are utilised in this study. 
1.8.1 Gender 
Gender, as defined by Wikipedia (internet source),  
“is the range of characteristics pertaining to, and differentiating between, 
masculinity and femininity. Depending on the context, these 
characteristics may include biological sex (that is, the state of being male, 
female, or an intersex variation), sex-based social structures (that is, 
gender roles), or gender identity”. 
1.8.2 Gender mainstreaming 
Gender mainstreaming, according to Verloo (2001 cited in Vyas-Doorgapersad 
2017:104), “constitutes a clear example of policy succession or policy 
adaptation, prompted by the desire to overcome the limitations of existing 
policies, and the need to respond to a changed policy environment”.  
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This explanation is supported by Daly (2005 cited in Vyas-Doorgapersad 
2017:104), who highlights that “the primary objective of the gender 
mainstreaming approach is to institutionalise equality by embedding gender-
sensitive practices and norms in the structures, processes, and environment of 
public policy”. 
1.8.3 Gender equality 
Gender equality, according to Olgiati and Shapiro (2002 cited in Vyas-
Doorgapersad 2015:124), “is a consequence where different behaviours, 
aspirations and needs of women and men are considered, valued and favoured 
equally”. This aspect is supported by Vyas-Doorgapersad (2015:124), who 
states that, “gender equality is a situation where women and men have equal 
conditions for realising their full human rights and potential and underlying 
causes of discrimination are systematically identified and removed”. 
1.8.4 Public service 
Public service, according to Wikipedia (internet source),  
“is a service that is provided by the government to people living within its 
jurisdiction, either directly (through the public sector) or by financing 
provision of services. The term is associated with social consensus 
(usually expressed through democratic elections) that certain services 
should be available to all, regardless of income, physical ability, or mental 
acuity”. 
1.8.5 South African Public Service 
The South African Public Service, as described by the PSC (2017:22), is a 
holistic administration centre that consists of different department and sectors 
within itself that seeks to ensure that the people of the republic are serviced. 
Public Service is the entire service centre of a particular state.  
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1.9 Outline of the dissertation 
This study comprises the following chapters: 
Chapter One provides a general conceptualisation of the scientific and 
methodological orientation of the research. This chapter highlights the 
background, rationale, problem statement, research question, and the research 
objectives the study aims to achieve. Chapter One furthermore provides the 
guidelines regarding the collection of data through an elaborative explanation of 
the research methodology. The research methodology (scientific and 
methodological approaches, key research-related concepts, and research 
techniques), data-collection techniques, and definitions of key concepts are also 
addressed. 
Chapter Two conceptualises gender and gender equality in general. The 
chapter also provides a clear understanding of the various development 
movements have emerged that led feminist and gender studies scholars to 
develop theoretical approaches that guide gender equality. The chapter 
thereafter highlights that feminist and gender activists and scholars have 
developed theoretical approaches to mainstreaming gender in all aspects of life; 
whether societal, personal, or professional. 
Chapter Three conceptualises the statutory, regulatory, and policy frameworks 
of gender equality in the South African Public Service. All global commitments 
that address gender equality have a variety of international, regional, and 
national norms, standards, and responsibilities. The policies discussed at global 
and regional levels adhere to these commitments. This chapter only explores 
those international and regional policies that have been adopted and/or ratified, 
or have influenced the South African Public Service to formulate country-specific 
gender equality policies. The chapter also conceptualises statutory, regulatory, 
and policy frameworks that govern mainstreaming of gender equality within the 
South African Public Service.  
Chapter Four provides the conceptual and contextual explanation of the 
Strategic Framework for Gender Equality within the Public Service (2006-2015). 
The DPSA is the custodian of this framework. In this regard, the official 
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documents of the DPSA were consulted and reviewed to obtain information 
regarding gender equality in the institutional structures and processes in the 
South African Public Service.   
Chapter Five discusses the factors that influence gender equality in South 
Africa. The chapter also conceptualises and contextualises the institutional 
factors that influence the effective implementation of the Strategic Framework 
for Gender Equality within the Public Service. In this regard, the official 
documents of the DPSA, the PSC, and the PMG were consulted and reviewed 
to obtain information regarding factors that hamper gender equality in the 
institutional structures and processes in the South African Public Service. 
Chapter Six explores, discusses, and analyses the findings of this study in 
detail. Chapter provides an overview of the study by explaining the realisation 
of the research objectives formulated in Chapter One. In addition, this final 
chapter explains the findings that have been drawn from this research. It 
concludes by offering significant recommendations to improve gender equality 
in the South African Public Service.   
1.10 Summary 
Chapter One discussed the orientation and background of the study, and 
provided an indication of the structuring of subsequent chapters. This chapter 
highlighted the main guiding research question, the research questions, and the 
research objectives that guided the research process. The research 
methodology and research design assisted the researcher to identify 
appropriate methods (qualitative, quantitative, or mixed method) to conduct the 
study. These methods also assisted the researcher to find answers to the main 
guiding research question, and therefore to achieve the research objectives. The 
methodology utilised in this study was qualitative in nature. The aspects of 
research methodology were also explained; highlighting the use of the 
secondary sources of information in the form of literature and documentary 
reviews. The methodology was based on triangulation of several unobtrusive 
research techniques and entailed a desktop analysis of literature and official 
documents to conceptualise and contextualise the area of investigation. The 
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data-collection sources for the desktop analysis included books, articles, and 
regulatory, policy, and strategy documents. The methodological approach 
included specific dimensions of unobtrusive research techniques, such as 
concept and document analyses. The aspect of research ethics to maintain the 
integrity of the research process was also discussed.  
In conclusion, this chapter is relevant to the study as it highlighted the main 
problem that led to the research.  
Chapter Two explores and describes in detail the conceptual clarification of 
gender and gender equality, with emphasis on development movements and 
theoretical approaches to gender equality.  
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CHAPTER TWO 
CONCEPTUAL OVERVIEW, DEVELOPMENT MOVEMENTS AND 
THEORETICAL APPROACHES TO GENDER EQUALITY 
2.1  Introduction 
This chapter conceptualises gender and gender equality in a general context. 
The chapter also provides a clear understanding of the various development 
movements have emerged that led feminist and gender studies scholars to 
develop theoretical approaches that guide gender equality, as discussed in this 
chapter.  
2.2  Conceptual overview of gender equality 
Tracing the development of gender and women’s rights movements, Delmar 
(1986:221) highlights that  
“from the nineteenth century, this was not the starting point for women’s 
concern about their social and political condition. Feminism is thus a term 
that emerged long after women started questioning their inferior status 
and demanding an amelioration in their social position”.  
Delmar (1986:221) further adds that  
“even after the word feminism was coined, it was still not adopted as a 
term of identification by many of those who campaigned for women’s 
rights. Even many of the women’s rights organizations in the late 1960s 
and early 1970s did not call themselves feminist: the term feminism had 
a restricted use in relation to specific concerns and specific groups”.  
This statement is further elaborated by Vyas-Doorgapersad and Lukamba 
(2011:91), with emphasis that  
“one of the central demands of the feminist movement … has been and 
continues to be women’s exercise of their full and active citizenship, 
which they consider was denied them as a result of not being recognised 
as equals at the moment of the definition and construction of citizenship 
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in the eighteenth century. Since then, the women’s movement and 
feminist movement have denounced this exclusion, calling for equal 
citizenship for women”. 
Feminism, as explained by Pasque and Errington (2011:27), is therefore “a 
complex notion that has vast differences in meaning and connotation for people 
spanning generations, ethnic identities, sexual orientations, social classes, 
nationality, and myriad identities ... and is shaped by the various lenses used to 
view the world”. In addition, Pasque and Errington (2011:33) emphasise that  
“feminism is a movement influenced by the ideas postulated, popularized 
and precipitated by thinkers and authors. It is a modern movement 
expressing protest against the male domination. It provides strategies for 
change. The aim of feminists is to understand women’s oppression; 
keeping in mind race, gender, class and sexual preference”. 
Capra (1996:4) indicates that  
“the term feminism itself demands a broader definition. In a generic way, 
it has come to mean a movement to support the demand for equal, 
political and economic rights with men. Feminism does not mean only an 
awareness of women’s plight but also a determination to change the 
situation”.  
Capra (1996:4) further states that “the concept of feminism must be understood 
in a broader perspective. Feminism is an ideology that exists to address the 
issue of inequality between men and women within a principle of social, cultural, 
political and economic equity and freedom”.  
Feminism is also supported by Toril (2000:22), who emphasises that  
“feminism tends to be thought of as a movement of women, and many 
feminists absolutely reject the idea of allowing men into it. However, men 
can be as strongly opposed to the injustices from which women suffer as 
women can”.  
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Feminism, as further explained by Toril (2000:22),  
“is not concerned with a group of people it wants to benefit, but with a 
type of injustice it wants to eliminate, even though on the whole the 
elimination of that injustice is more beneficial to women than men, yet 
feminism is not just a movement in favour of women, but it is a movement 
in support against injustice”. 
In contrast to feminism, the European Union (2005:9) defines gender as “a 
concept that refers to the social differences, as opposed to the biological ones, 
between men and women, which have been learned, are changeable over time 
and have wide variations both within and between cultures”. The term ‘gender’ 
“highlights the fact that the way society treats men and women and how it 
perceives masculinity and femininity do not relate to our bodies, but our 
imaginations” (Butler 1990:43). Gender, according to Cordelia (2010:24), is 
therefore  
“a socially constructed definition of women and men. It is not the same 
as sex (biological characteristics of women and men) and it is not the 
same as women. Gender is determined by the conception of tasks, 
functions and roles attributed to women and men in society and in public 
and private life”.  
Cordelia (2010:26) further states that  
“gender refers to the socially constructed roles of and relationships 
between men and women. Gender concerns men and women, including 
conceptions of both femininity and masculinity. The difference between 
gender and sex is that the latter refers only to biological differences”. 
The various terms and concepts related to gender are discussed in brief as 
follows.  
Gender, according to the United Nations Educational, Scientific and Cultural 
Organization (UNESCO 2003:15), “refers to the roles and responsibilities of men 
and women that are created in our families, our societies and our culture”. 
Gender analysis, as explained by Hunt (2004:106), is “an analysis done to 
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highlight the differences in roles and responsibilities between male, and female, 
in order to understand how men and women, girls and boys interact, what they 
do, can do and are expected to do”. Gender balance, as emphasised by the 
United Nations Statistics Division (UNSD 2007:1), demands “human resources 
and equal participation of women and men in all areas of work, projects or 
programmes”. Marshall (1997:17) indicates that the lack of gender balance 
leads to gender bias, which occurs “when men and women are treated differently 
in a way that is unfair”. On the other hand, gender blindness, as explained by 
the UNSD (2007:1), is the “failure to recognise that the roles and responsibilities 
of women/girls and men/boys are ascribed to, or imposed upon, them in specific 
social, cultural, economic and political contexts”. This failure leads to gender 
discrimination, which, according to the National Association of Japanese 
Canadians (2015 cited in Vyas-Doorgapersad 2017:104), “refers to 
discrimination based on a person’s gender or sex, and such discrimination 
affects girls and women more frequently that it does men”. This aspect can be 
confused with gender disparities, which are explained by the European Institute 
for Gender Equality (EIGE 2014:1) as “differences in women’s and men’s access 
to resources, status and well-being, which usually favour men and are often 
institutionalised through law, justice and social norms”. This understanding leads 
to establishing gender dynamics, which involve “relationships and interactions 
between and among girls, boys, women and men” (United States Agency for 
International Development [USAID] 2015:1). The consideration of gender 
balance in structures and processes in institutions may result in implementing 
gender equality, which Verloo (2000:23) states  
“simply means that women and men have equal conditions for realizing 
their full human rights and for contributing to, and benefiting from, 
economic, social, cultural and political development. Gender equality is 
therefore the equal valuing by society of the similarities and the 
differences of men and women and the roles they play”.  
Gender equality should not, however, be confused with gender equity, which 
Verloo (2000:24) clarifies as “a process of being fair to men and women. To 
ensure fairness, measures must often be put in place to compensate for the 
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historical and social disadvantages that prevent women and men from operation 
on a level playing field”.  
The difference between equality and equity is further clarified by Vyas-
Doorgapersad (2016:16-17) as follows: 
“While gender equality focuses on providing the same starting 
circumstances for everyone, the goal of gender equity is to provide both 
genders with the same end results. The term gender equity is often used 
as a juxtaposition for social justice. In most cases, the concept of gender 
equality is used in correlation with the empowerment of women, whereas 
gender equity refers to the process of treating both men and women with 
the same amount of fairness when it comes to the equality of chances 
based on individual needs.”  
The lack of equality and equity may result in institutions creating gender gaps, 
which Goldin (1990:205) explains as a “difference that exists between males 
and females in access to some social good or benefit based solely on their 
difference in gender”. In order to improve gender equality and to fill gender gaps, 
it is considered necessary by the UNSD (2007:3) to establish gender indicators, 
which are “tools for monitoring gender differences, gender-related changes over 
time and progress towards gender equality goals”. The abovementioned aspects 
ultimately demand gender mainstreaming, which “involves bringing the 
contribution, perspectives and priorities of both women and men to the centre of 
attention in the development arena in order to inform the design, implementation 
and outcomes of policies and programmes” (United Nations Fund for Women 
2015:3). Gender mainstreaming promotes the consideration of gender norms, 
which, according to the UNSD (2007:4), are “standards and expectations to 
which women and men generally conform, within a range that defines a 
particular society, culture and community at that point in time”. Gender 
mainstreaming in institutions demands the representation of participation of men 
and women in various stages of policy-making processes. This may result in 
statistical records of men and women that are considered as gender parity.  
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Gender parity therefore, as explained by the EIGE (2019:1), is a  
“numerical concept related to gender equality. Gender parity concerns 
relative equality in terms of numbers and proportions of women and men, 
girls and boys, and is often calculated as the ratio of female to male 
values for a given indicator”.  
Such gender-based representation and participation are imperative in 
institutions during gender planning, which is “an active approach to planning 
which takes gender as a key variable and seeks to integrate an explicit gender 
dimension into policies or action. It consists of planning the implementation 
phase of policies or programmes from a gender perspective” (EIGE 2014:4). 
The equal representation and participation of men and women affect gender 
relations, which, according to the UN Women Training Centre (2007:4), are 
“specific subsets of social relations uniting women and men as social groups in 
a particular community, including how power – and access to / control over 
resources – is distributed between the sexes”. Gender relations need to be 
considered to establish gender roles, which are “social and behavioural norms 
which, within a specific culture, are widely considered to be socially appropriate 
for individuals of a specific sex” (UN Women Training Centre 2007:5). Ultimately, 
the policies, processes, and structures in institutions may become gender 
sensitive, with the “aim of understanding and taking account of the societal and 
cultural factors involved in gender-based exclusion and discrimination in the 
most diverse spheres of public and private life” (Sribar 2015:106). The most 
important aspect to mainstreaming gender and establishing gender equality in 
institutions is to overcome gender stereotyping, which the Gender Equality 
Commission of the Council of Europe (2015:5) considers as “preconceived ideas 
whereby females and males are arbitrarily assigned characteristics and roles 
determined and limited by their gender”.  
Gender therefore “does not mean focusing solely on women or females, but 
rather on the inequalities between males and females, and should not be 
confused with feminism or women’s studies” (Brizendine 2006:32).  
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Butler (1990:47) highlights that  
“analyses of gender differences often show a disadvantaged and weaker 
position of women and girls in social, political, economic, legal, 
educational and physical issues. This is why there is a tendency for 
gender discussions and interventions to focus on correcting these 
imbalances by specifically targeting women and girls”.  
Based on the understanding of differences between feminism, gender, and sex, 
and understanding various terms associated with gender, it can therefore be 
considered that “gender is a social construction where sex is a biological one. 
For example, male and female are sex categories, whilst masculinity and 
femininity are socially defined sets of qualities” (Spelman 1988:113). The term 
“gender” is further emphasised by Spelman (1988:113) as that  
“there are various ways of [presenting] masculinity and femininity and 
some commentators prefer to refer to masculinities and femininities. 
Feminism is a socio-political approach with a specific set of conceptual 
concerns that argue that gender assignation is always associated with a 
distribution of power and privilege”.  
Moore (1990:201) adds that  
“feminism looks at social arrangements in terms of whether they further 
aspects of discrimination against women and seek to promote alternative 
mechanisms that reverse the consequent inequalities. Gender refers to 
the social roles of men and women, and boys and girls, as well as the 
relationships among them, in a given society at a specific time and place”.  
The difference between feminism and gender is further explained by Moore 
(1990:201), who emphasises that  
“biological differences can create different needs and capacities for 
women and men, but these differences do not ‘naturally’ lead to or justify 
unequal social status or rights. Gender also governs how girls, boys, men 
and women, are expected to relate to one another. It is a key determinant 
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of who does what, who has what, who decides and, importantly, who has 
power”. 
Achieving greater equality between women and men requires changes at many 
levels, including changes in attitudes and relationships, changes in institutions 
and legal frameworks, changes in economic institutions, and changes in political 
decision-making structures. Gender equality denotes women having the same 
opportunities in life as men – including the ability to participate in the public 
sphere (Moore 1994:55-56) and on the professional front as well. However, in 
reality, there are factors that influence gender equality on social, economic, 
cultural, political, and traditional levels, as discussed in Chapter Five. 
2.3  Development movements of gender equality 
Women, according to Mayoyetta (2004:60),  
“have not benefited from development processes to the same extent as 
men. They are very often not included in the planning or implementation 
of development. Development can undermine the role, status, and 
position of women in society. Debates about women and to what extent 
they benefit or do not benefit from development have led to the 
emergence of three distinctive movements that seek to explain how 
development affects women and why women and men are affected 
differently by development”.  
These movements are WID, WAD, and GAD, as discussed in the sub-sections 
that follow. 
2.3.1  Women in Development (WID) 
According to Mayoyetta (2004:68), WID “is associated with the wide range of 
activities concerning women in the development domain, which donor agencies, 
governments and NGOs have become involved in since the 1970s. When this 
movement emerged, it demanded social justice and equity for women”.  
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Razavi and Miller (1995:2) emphasise that  
“WID advocates have adopted a strategy of .relevance. In other words, 
their demands for the allocation of development resources to women 
hinge on economic efficiency arguments about what women can 
contribute to the development process. The convergence of equity and 
efficiency concerns in this strand of WID thought has provided the basis 
for a powerful political strategy. It has also had a lasting impact on the 
way in which development planners think about women”. 
According to Razavi and Miller (1995 cited in Vyas-Doorgapersad 2017:94), the  
“liberal feminist approach has been very important globally, and was 
critical in determining the language of political strategy used by WID 
advocates. Central to liberal feminism was the idea that women’s 
disadvantages stem from stereotyped customary expectations held by 
men and internalized by women, and promoted through various agencies 
of socialization”.  
WID, according to Munyaradzi (n.d. cited in Vyas-Doorgapersad 2017:94), 
therefore “enhanced people’s understanding of women’s development needs, 
particularly the need to improve statistical measures of women’s work and to 
also provide them with more employment opportunities”. 
2.3.2  Women and Development (WAD) 
WAD  
“is a theoretical and practical approach to development. The WAD 
approach originated in 1975 in Mexico City and aimed to discuss 
women’s issues from a neo-Marxist and dependency theory perspective. 
Its focus was to explain the relationship between women and the process 
of capitalist development in terms of material conditions that contribute to 
their exploitation” (Rathgeber 1994:131).  
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WAD, according to Eva (1990:35),  
“offers a more critical view of women’s position than does WID but it fails 
to undertake a full-scale analysis of the relationship between patriarchy, 
differing modes of production and women’s subordination and 
oppression. The WAD perspective implicitly assumes that women’s 
position will improve if and when international structures become more 
equitable”.  
Eva (1990:35) further emphasises that  
“WAD arose out of a shift in thinking about women’s role in development, 
as well as concerns about the explanatory limitations of theory. While 
previous thinking held that development was a vehicle to advance 
women, new ideas suggest that development is only made possible by 
the involvement of women, and rather than simply being passive 
recipients of development aid, they should be actively involved in 
development projects”. 
2.3.3  Gender and Development (GAD) 
The GAD approach, according to Moser (1993:42),  
“focuses on the socially constructed differences between men and 
women and the need to challenge existing gender roles and relations. It 
serves as a transitioning point in the way in which feminists have 
understood development. It served as a comprehensive overview of the 
social, economic and political realities of development”.  
Moser (1993:42) additionally states that, “GAD departs from WID, which 
discussed women’s subordination and lack of inclusion in discussions of 
international development without examining broader systems of gender 
relations”. According to Rathgeber (1994:27), the  
“weaknesses of WID and WAD saw the birth of GAD in the 1980s. It 
emerged from the grassroots organisational experiences and writings of 
Third World feminists. It grew mainly because there was lack of progress 
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with WID as a policy in changing women’s lives and influencing the 
broader development agenda”.  
Rathgeber (1994:27-28) also states that  
“GAD is very much concerned with addressing the root, the inequalities 
of both gender and class that create many practical problems that women 
face in their daily lives. Unlike the WID approach, it addresses strategic 
interests such that it takes women as agents or enables women to 
become agents, it can improve the position of women in society and can 
empower women and transform gender relations and attitudes”.   
GAD challenged the WID focus on women as an important “target group” and as 
“untapped resources” for development and  
“marked a shift in thinking about the need to understand how women and 
men are socially constructed and how those constructions are powerfully 
reinforced by the social activities that both define and are defined by 
them. GAD also recognises that women may be involved in development, 
but may not necessarily benefit from it” (Moser 1993:45).  
Mayoyetta (2004:86) emphasises that  
“GAD is not concerned with women exclusively, but with the way in which 
gender relations allot specific roles, responsibilities, and expectations 
between men and women, often to the detriment of women. GAD applies 
gender analysis to uncover the ways in which men and women work 
together, and presents the results in neutral terms of economics and 
efficiency. In an attempt to create gender equality, GAD policies aim to 
redefine traditional gender role expectations”.  
In the light of the above discussion, it can be noted that WID, WAD, and GAD 
as development movements have laid a platform and a foundation for gender 
equality and equity for the betterment of women in developing countries. 
However, they fall short in their numerous efforts to articulate the experiences 
of gender and development in these same developing countries. These 
movements nonetheless paved the way for scholars debating, arguing, and 
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developing theoretical approaches of gender equality, as discussed in the next 
section. 
2.4  Theoretical approaches to gender equality 
This section explains some of the significant theoretical approaches to gender 
equality, and hence identifies a theoretical framework for the study. These 
approaches are critical feminism theory, gender disparities theory, liberal theory, 
the equal treatment approach, the welfare approach, the efficiency approach, 
the equity approach, the empowerment approach, and the GMA, as discussed 
in the sub-sections that follow. 
2.4.1  The critical feminism theory 
Feminism “from a social movement perspective has specific goals to achieve, 
including the transformation of equality between men and women” (Rust 
2007:62-63). Women and men, according to Lorber (2010:2-3),  
“have differences in relation to inequalities which can be viewed when 
different roles are assigned to women and men in the workplace, 
including the sexual disparities of labour activities in households. In South 
Africa women have been marginalised because of apartheid practices. 
The result is the slow transformation of gender equality, contributing to 
women being seen as only objects to fill a quota in the workplace”.  
The critical feminism theory, as emphasised by Capra (1996:4-12) and Rai  
(1996:8-9), therefore “aims to understand the extent to which the nature of 
inequality affects women in the workplace and household and focuses on power 
differences sexually”.  
2.4.2  The gender disparities theory 
The gender disparities theory, according to Lorber (2010:4-5),  
“perceives gender differences among men and women. Constitutionally, 
men and women are equal and must be treated fairly. The appointment 
of senior officials in the organisation should be made on the inherent 
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requirements of the posts and appointments of women should not be 
done to fill a quota but to enforce legislative compliance”.  
Lorber (2010:4-5) furthermore emphasises that the  
“theory states that men and women are not equal in the workplace, or in 
the household environment. Constitutionally, both men and women have 
equal rights and should be treated equally, but patriarchy has denied 
women the opportunity to engage and participate at the strategic decision 
level”.  
2.4.3  The liberal theory 
The liberal theory is  
“based on the belief that all persons are equal and must be afforded equal 
opportunities. This theory further believes that both men and women have 
the same level of morality and intellectuality. In that sense, men and 
women are the same, and must be treated and respected equally” (Mama 
1996:2-3).  
The liberal theory is a theory that, according to Rai (1996:4-5),  
“demands fair treatment without being discriminated against on the basis 
of gender, age, sexual orientation, race, religion, national location or 
ethnicity. This theory contributes to the social movement for the 
elimination of gender imbalances to promote women’s rights, their 
economic voice, their interests and their gender issues in society”.  
Rai (1996:4-5) adds that as per the stipulations of the Constitution (1996), 
“people must be treated equally and have equal access to national resources. 
In that scenario, the liberal theory effectively contributes to the process to 
eliminate barriers that promote the unethical behaviour of discrimination towards 
equal treatment”. 
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2.4.4  The ‘equal treatment’ approach 
Rees (1998:32) states that, “equal treatment should be viewed as a critical and 
fundamental feature of any policy relating to gender equality in addressing equal 
opportunity matters”. As mentioned in the Constitution (1996), equal treatment 
“is also a universal concept documented in developed countries as a similar 
gender concern emphasising that men and women should be given equal 
treatment through the accessibility of human development and empowerment in 
the workplace”. 
2.4.5  The ‘welfare’ approach 
The welfare approach, according to Joseph (2002 cited in Vyas-Doorgapersad 
2017:102), “sees women as an isolated category that needs physical inputs – 
food, fertility interventions (such as access to birth control), and so on. These 
needs are related to their constructed gender roles and their inferior status in 
society”. Joseph (2002 cited in Vyas-Doorgapersad 2017:102) furthermore adds 
that  
“women are regarded as dependent on their male partners, on family 
members, or on the state. This approach does not look at dismantling the 
systems that oppress women. If taken alone, it will further dis-empower 
women in the long run, since it ignores their intellectual and cultural 
capabilities, individuality, creativity and sense of responsibility”. 
2.4.6  The ‘efficiency’ approach 
The efficiency approach, as explained by Sparr (1994 cited in Vyas-
Doorgapersad 2017:103-104),  
“is the third WID approach. The efficiency approach became popular 
during the 1980s, and is still very popular. Its emergence coincided with 
the rising popularity of the neo-classical economic model. Supply and 
demand together determine the allocation of resources, and at the 
aggregate level, this occurs through markets”.   
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Sparr (1994 cited in Vyas-Doorgapersad 2017:103-104) furthermore adds that, 
“capitalism is argued to be the most efficient economic system. The functioning 
of free markets guarantees a self-equilibrating economy with a long-run 
sustainable growth. Therefore, the government should intervene only where 
there is an imperfect competition”. 
2.4.7  The ‘equity’ approach 
The equity approach, according to Tasli (2007 cited in Vyas-Doorgapersad 
2017:104),  
“points out that women and men do not benefit equally from the economic 
growth. According to the equity approach, economic growth has even 
negative impacts on women. It therefore advocates the equal distribution 
of the benefits of economic growth between women and men”.  
Tasli (2007 cited in Vyas-Doorgapersad 2017:104) adds that, “more importantly, 
the equity approach demands not only economic but also political and social 
equity. However, due to its critical features, the equity approach was soon 
replaced by the milder anti-poverty approach”. 
2.4.8  The ‘empowerment’ approach 
The empowerment approach “seeks to make a place for itself among those new 
social theories that are attempting to connect the personal and the social, the 
individual and society, the micro and the macro” (Sadan 1997:1). This approach, 
according to Wieringa (1994 cited in Vyas-Doorgapersad 2017:104), is “also 
substantially useful to translate the political ramifications of women’s 
empowerment, that is the transformation of gender relations, into gender 
planning in policies and programmes required for sustainable development”.  
2.4.9  The ‘gender mainstreaming’ approach (GMA) 
Gender mainstreaming, according to the EIGE (2018:1),  
“has been embraced internationally as a strategy towards realising 
gender equality. It involves the integration of a gender perspective into 
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the preparation, design, implementation, monitoring, and evaluation of 
policies, regulatory measures, and spending programmes, with a view to 
promoting equality between women and men and combating 
discrimination”. 
This study adopted the GMA as a theoretical framework for this research. The 
rationale is that this approach: 
 “Considers that gender mainstreaming requires both integrating a gender 
perspective to the content of different policies, and addresses the issue 
of representation of women and men in a given policy area; 
 Addresses the issue of representation means by examining the 
representation of women and men as policy beneficiaries, as well as their 
representation in the labour force and in decision-making processes; and 
 Considers how gender relates to the content of policy measures, to gain 
a better understanding of how women and men would benefit from them. 
A gender-responsive policy ensures that the needs of all citizens, women 
and men, are equally addressed” (EIGE 2018:1-4). 
The rationale is supported by Vyas-Doorgapersad (2018a:10 citing African 
Development Bank 2011), emphasising that the approach aims to “integrate 
gender into development analysis, country dialogue, sectors and operations, in 
the hope that gender will become everyone’s business, and lead to improved 
gender equality and more equitable and sustainable development”. The GMA is 
therefore, considered with the intention that it may assist South African Public 
Service departments to develop and incorporate a gender perspective into all 
government policies and programmes.  
2.5  Summary 
This chapter first discussed the various terms and concepts related to gender to 
understand the concept with clarity. The chapter thereafter highlighted that 
feminist and gender activists and scholars have developed theoretical 
approaches to mainstreaming gender in all aspects of life; whether societal, 
personal, or professional. These development movements that demand gender 
equality include WID, WAD, and GAD. Various gender-based theoretical 
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approaches have therefore also emerged, such as the critical feminism theory, 
the gender disparities theory, the liberal theory, the equal treatment approach, 
the welfare approach, the efficiency approach, the equity approach, the 
empowerment approach, and the GMA. These gender-based movements 
demand that gender-based aspects need to be integrated into all government 
policies, programmes, and projects. The researcher considers the adoption of 
the GMA as a theoretical framework as it meets the objectives of this study. 
These gender-based development movements and theoretical approaches 
paved the way for policy makers to develop international and regional statutory, 
regulatory, and policy frameworks that are signed or ratified by various 
countries, including South Africa, as discussed in Chapter Three.  
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CHAPTER THREE 
STATUTORY, REGULATORY AND POLICY FRAMEWORKS THAT 
GOVERN GENDER EQUALITY IN THE SOUTH AFRICAN PUBLIC 
SERVICE 
3.1  Introduction 
The Strategic Framework for Gender Equality within the Public Service (2006-
2015) complies with agreements contained in sub-regional, regional, and 
international gender instruments to which South Africa is a party. This framework 
also complies with national legal, strategy, and policy frameworks. This chapter 
explains these frameworks that govern gender equality within the South African 
Public Service.  
3.2  International protocols that underpin gender equality signed or 
ratified by the South African government 
International protocols that give effect to gender equality include the following:  
 International Labour Organization (ILO) conventions;  
 United Nations Convention on the Rights of Persons with Disabilities 
(UNCRPD);  
 Beijing Declaration and its Platform for Action (1995);  
 CEDAW (1979);  
 The UN’s SDGs;  
 AU Heads of States’ Solemn Declaration on Gender Equality in Africa 
(SDGEA);  
 SADC Heads of States’ Declaration on Gender and Development and its 
Addendum on the Prevention and Eradication of Violence Against 
Women and Children; and  
 The Commonwealth Plan of Action (PoA) on Gender Equality (2005-
2015).  
These protocols are discussed in the following sub-sections. 
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3.2.1  International Labour Organization (ILO) conventions  
The “ILO conventions cover a wide range of social and labour issues, including 
basic human rights, minimum wages, industrial relations, employment policy, 
social dialogue, social security, and other issues regarding gender equality” (ILO 
2018:1). In the “early 1950s, emphasis shifted to the promotion of equality in 
employment between men and women, and, more recently, to recognition that 
equality implies sharing of family responsibilities between men and women”. The 
ILO (2018:2) highlights that  
“Convention No. 100 and Recommendation No. 90, of 1951, laid down 
the guiding principles of equal remuneration for work of equal value 
regardless of sex. In 1958, Convention No. 111 and Recommendation 
No. 111 were adopted to establish the principle of non-discrimination on 
a number of grounds including sex, with regard to access to vocational 
training, access to employment, and terms and conditions of 
employment”.  
3.2.2  United Nations Convention on the Rights of Persons with 
Disabilities (UNCRPD) 
This convention is intended to be “a human rights instrument with an explicit 
social development dimension. It adopts a broad categorisation of persons with 
disabilities and reaffirms that all persons with all types of disabilities must enjoy 
all human rights and fundamental freedoms” (UN Department of Economic and 
Social Affairs 2006). It can further be highlighted that Article 6 of the UNCRPD 
deals with “women with disabilities”, emphasising that “States Parties recognize 
that women and girls with disabilities are subject to multiple discrimination, and 
in this regard shall take measures to ensure the full and equal enjoyment by 
them of all human rights and fundamental freedoms” (UN Department of 
Economic and Social Affairs 2006).  
3.2.3  Beijing Declaration and its Platform for Action (1995) 
The 1995 Beijing Platform for Action, according to the United Nations 
Development Programme (UNDP 2014:8), is “an agenda for women’s 
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empowerment” signed by all governments that is seen as a “necessary and 
fundamental pre-requisite for equality, development and peace”. The UNDP 
(2014:80) emphasises that the Platform for Action “includes gender analysis of 
problems and opportunities in 12 critical areas of concern, and clear and specific 
standards for actions to be implemented by governments, the UN system and 
civil society, including, where appropriate, the private sector”.  
3.2.4  Convention on the Elimination of All Forms of Discrimination 
Against Women (CEDAW) 
The 1979 CEDAW, according to the UNDP (2014:8),  
“provides a comprehensive framework to guide all rights-based action for 
gender equality. Under this treaty, gender inequality is understood to be 
the result of discrimination against women. CEDAW defines 
discrimination and the range of steps that states must take to eliminate it, 
affirms women’s rights in specific areas, and makes provisions for 
ratification, monitoring, reporting, and other procedural matters”.  
3.2.5  United Nations Millennium Declaration and Development Goals 
(2000)  
The post-MDGs have been translated into SDGs, where SDG 5 is linked to 
achieving gender equality and empowering all women and girls, hence 
emphasising that  
“while the world has achieved progress towards gender equality and 
women’s empowerment under the Millennium Development Goals 
(including equal access to primary education between girls and boys), 
women and girls continue to suffer discrimination and violence in every 
part of the world” (UN 2017:1; see also Nhlapo 2019).  
Gender equality, according to United Nations Entity for Gender Equality and the 
Empowerment of Women (UN Women 2015:1),  
“is not only a fundamental human right, but a necessary foundation for a 
peaceful, prosperous, and sustainable world. Providing women and girls 
with equal access to education, healthcare, decent work, and 
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representation in political and economic decision-making processes will 
fuel sustainable economies and benefit societies and humanity at large”.  
These adoptions, affirmations, and objectives were evaluated as Beijing 10+. 
After five years of Beijing +10, a 15-year evaluation was conducted by the 
Commission on the Status of Women.  
3.2.6  Southern African Development Community (SADC) Heads of 
States’ Declaration on Gender and Development (1997) 
In 1997, the SADC Heads of States’ Declaration on Gender and Development 
set a minimum target of 30% women in decision-making positions for SADC 
member states by 2005, to which South Africa was a signatory. In line with this, 
in 2003, cabinet adopted the minimum target of 30% women in the Public 
Service, which is also contained in the White Paper on the Transformation of the 
Public Service (WPTPS) of 1995 (DPSA 2006:4). In his State of the Nation 
address in 2005, former president of South Africa, Mr Thabo Mbeki, emphasised 
that “the capacity and organisation of the State was critical to the achievement 
of nationally identified priorities”. In this regard, “President Mbeki renewed the 
government’s commitment to the principles of employment equity and the goal 
of making the Public Service a truly representative and inclusive national 
institution” (DPSA 2006:4). The aspect of incorporating gender equality in the 
South African Public Service was further strengthened in the 2005 Budget Vote 
Speech delivered by the former Minister of Public Service and Administration, 
Ms Geraldine J. Fraser-Moleketi. The DPSA (2006:4) also indicated that  
“in 2005, SADC heads of state reviewed the minimum 30% target and 
aligned with the AU target of 50% women in decision-making positions, 
as outlined in the 2004 AU Heads of States’ SDGEA in Africa, to which 
South African is a signatory”.  
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3.2.7  African Union (AU) Heads of States’ Solemn Declaration on Gender 
Equality in Africa (SDGEA 2004) 
According to Mukumu (2015), at  
“the Third Ordinary Session of the AU Assembly of Heads of State and 
Government in Addis Ababa, Ethiopia, in July 2004, the heads of state 
and governments adopted the SDGEA. This declaration is an important 
African instrument for promoting gender equality and women’s 
empowerment as it strengthens African ownership of the gender equality 
agenda and keeps the issue alive at the highest political level in Africa. 
To date only seven member states have submitted their reports, namely 
Algeria, Ethiopia, Lesotho, Namibia, Senegal, South Africa, and Tunisia”.  
To assist member states in their reporting responsibly (Mukumu 2015),  
“the Ministers Responsible for Women’s Affairs and Gender, at their First 
AU Conference held in Dakar, Senegal, in October 2005, adopted two 
documents, namely the Implementation Framework for the SDGEA and 
the Guidelines for Monitoring and Reporting on the SDGEA”.  
3.2.8  The Commonwealth Plan of Action (PoA) for Gender Equality 
(2005-2015) 
The Commonwealth PoA for Gender Equality  
“provides the framework within which the Commonwealth advances its 
commitment to gender equality and equity. The PoA incorporates the 
Commonwealth’s response to the differential impacts of global changes 
on women and men, builds on achievements to date, seeks to close 
persistent gaps, and engages with new and emerging challenges” 
(Commonwealth Secretariat 2005:15).  
The Commonwealth Secretariat (2005:15) highlights that the PoA guides 
“Commonwealth action for the 2005-2015 decade with a mid-term review in 
2010 and updates as necessary, which form part of the Commonwealth’s 
contribution to the Beijing+10 Global Review in 2005”.  
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All global commitments that address gender equality have a variety of 
international, regional, and national norms, standards, and commitments. The 
policies discussed at international level adhere to these commitments, hence 
the section only explored those international and regional policies that have 
been adopted and/or ratified or have influenced the South African Public Service 
to formulate country-specific gender equality policies. 
3.3  Statutory Frameworks for Gender Equality within the South African 
Public Service 
The statutory frameworks that guide gender equality include the following: 
 The Constitution of the Republic of South Africa (1996);  
 The Public Service Act (No. 103 of 1994) and Public Service Regulations 
(PSR 2001);  
 The Commission on Gender Equality Act (No. 39 of 1996);  
 The Basic Conditions of Employment Act (No. 75 of 1997);  
 The Employment Equity Act (No. 55 of 1998); and  
 The Promotion of Equality and Prevention of Unfair Discrimination Act 
(PEPUDA No. 4 of 2000).  
These frameworks are discussed in the following sub-sections. 
3.3.1 The Constitution of the Republic of South Africa (RSA) (1996) 
The RSA is one, sovereign, democratic state founded on the following values 
that are aligned to the study: “human dignity, the achievement of equality and 
the advancement of human rights and freedoms; non-racialism and non-sexism” 
(The Constitution 1996:3). The Constitution further stipulates that all citizens are 
equally entitled to the rights, privileges, and benefits of citizenship, and equally 
subject to the duties and responsibilities of citizenship (The Constitution 1996:3). 
The Constitution in Chapter 2: Bill of Rights emphasises equality, stating the 
following: 
 “Everyone is equal before the law and has the right to equal protection 
and benefit of the law.  
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 Equality includes the full and equal enjoyment of all rights and freedoms. 
To promote the achievement of equality, legislative and other measures 
designed to protect or advance persons, or categories of persons, 
disadvantaged by unfair discrimination may be taken. 
 The state may not unfairly discriminate directly or indirectly against 
anyone on one or more grounds, including race, gender, sex, pregnancy, 
marital status, ethnic or social origin, colour, sexual orientation, age, 
disability, religion, conscience, belief, culture, language, and birth.  
 No person may unfairly discriminate directly or indirectly against anyone 
on one or more grounds” (The Constitution 1996:5-6). 
The preceding items from the Bill of Rights include section 9 of the Constitution, 
which  
“guarantees equality before the law and freedom from discrimination to 
the people of South Africa. This equality right is the first right listed in the 
Bill of Rights. It prohibits both discrimination by the government and 
discrimination by private persons; however, it also allows for affirmative 
action to be taken to redress past unfair discrimination” (The Constitution 
1996).  
The Constitution under schedule 6 demands the establishment of the 
Commission for Gender Equality (CGE) at the national level of government. 
3.3.2  Public Service Act (No. 103 of 1994) and the Public Service 
Regulations (PSR 2001)  
The Public Service Act of 1994 sets out some important terms  
“for the employment conditions of the Public Service in South Africa, 
particularly with regard to terms of office, disciplinary procedures, 
retirement, and the dismissal of Public Service members. The Act applies 
to all officers and employees who were, are, and are to be employed in 
the Public Service” (PSA  1994).  
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The PSR (2001:28) in Part VIIA emphasises that  
“employment practices shall ensure employment equity, fairness, 
efficiency and the achievement of a representative Public Service. 
Affirmative action shall be used to speed up the creation of a 
representative and equitable Public Service and to give practical support 
to those who have been previously disadvantaged by unfair 
discrimination to enable them to fulfil their maximum potential”.  
The PSR further states that all respective executing authorities or accounting 
officers are legislatively required to develop and implement affirmative action 
programmes containing the following minimum information: 
 “A policy statement must be drafted that sets out the department’s 
commitment to affirmative action, as well as how the policy will be 
implemented. 
 Numerical goals, targets, and timeframes to achieve representativeness 
must be developed. 
 Annual employment equity statistics must be made available regarding 
the appointment, training, and promotion in all occupational classification 
and categories of previously disadvantaged people. 
 An action plan to redress numerical underrepresentation and to support 
previously disadvantaged persons must be developed” (PSR 2001: Part 
III: D2 cited in Mokhele 2016:67-68). 
3.3.3  Commission on Gender Equality Act (No. 39 of 1996) 
Section 119 of the Constitution provides for the establishment of the CGE, the 
determination of members of the CGE, and the requirements for appointment as 
members of the CGE (CGE 2014). The Constitution also provides that the 
objective of the CGE shall be to promote gender equality and to advise and to 
make recommendations to parliament or any other legislature with regard to any 
laws or proposed legislation that affect gender equality and the status of women 
(CGE 2014).  
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The powers and functions of the CGE demand that the CGE:  
 “Shall monitor and evaluate policies and practices of organs of state at 
any level; statutory bodies or functionaries; public bodies and authorities; 
and private businesses, enterprises, and institutions, in order to promote 
gender equality and may make any recommendations that the CGE 
deems necessary;  
 Shall develop, conduct, or manage information programmes and 
education programmes to foster public understanding of matters 
pertaining to the promotion of gender equality and the role and activities 
of the CGE;  
 Shall evaluate any act of parliament; any system of personal and family 
law or custom; any system of indigenous law, customs, or practices; or 
any other law, in force at the commencement of this act or any law 
proposed by parliament or any other legislature after the commencement 
of this act, affecting or likely to affect gender equality or the status of 
women and make recommendations to parliament or such other 
legislature with regard thereto; 
 May recommend to parliament or any other legislature the adoption of 
new legislation that would promote gender equality and the status of 
women; 
 Shall investigate any gender-related issues of its own accord or on receipt 
of a complaint, and shall endeavour to resolve any dispute; or rectify any 
act or omission, by mediation, conciliation, or negotiation; provided that 
the CGE may at any stage refer any matter to the Human Rights 
Commission to deal with it in accordance with the provisions of the 
Constitution and the law; the Public Protector to deal with it in accordance 
with the provisions of the Constitution and the law; or any other authority, 
whichever is appropriate; 
 Shall as far as is practicable maintain close liaison with institutions, 
bodies, or authorities with similar objectives as the CGE, in order to foster 
common policies and practices and to promote cooperation in relation to 
the handling of complaints in cases of overlapping jurisdiction or other 
appropriate instances; 
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 Shall liaise and interact with any organisation that actively promotes 
gender equality and other sectors of civil society to further the objectives 
of the CGE; 
 Shall monitor compliance with international conventions, international 
covenants, and international charters, acceded to or ratified by the 
Republic, relating to the objectives of the CGE; 
 Shall prepare and submit reports to parliament pertaining to any such 
convention, covenant, or charter relating to the objectives of the CGE; 
 May conduct research or cause research to be conducted to further the 
objectives of the CGE; and 
 May consider such recommendations, suggestions, and requests 
concerning the promotion of gender equality as it may receive from any 
source” (CGE 2014). 
The CGE is a Chapter 9 state institution  
“set up in terms of the Constitution to promote and strengthen democracy 
and a culture of human rights in the country. The CGE’s role is to advance 
gender equality in all spheres of society and to make recommendations 
on any legislation that affects the status of women” (Brand South Africa 
2014).  
In addition, it is emphasised that the CGE aims to transform society by “exposing 
gender discrimination in laws, policies and practices; advocating changes in 
sexist attitudes and gender stereotypes; and instilling respect for women’s rights 
as human rights” (Brand South Africa 2014). Although the CGE acts in the 
interest of women generally, it pays particular attention to the most 
disadvantaged women.  
3.3.4  The Basic Conditions of Employment Act (No. 75 of 1997) 
The Basic Conditions of Employment Act of 1997  
“gives effect to the right to fair labour practices referred to in section 23(1) 
of the Constitution by establishing and making provision for the regulation 
of basic conditions of employment, and thereby to comply with the 
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obligations of the Republic as a member state of the ILO” (South African 
Institute of Chartered Accountants [SAICA] 2018:1).  
This Act  
“regulates labour practices and sets out the rights and duties of 
employees and employers. The aim of the Act is to ensure social justice 
by establishing the basic standards for employment with regard to 
working hours, leave, payment, dismissal, and dispute resolution” (OSS 
Africa 2007).  
Sections of the Act that deal with gender aspects, emphasising female 
employees, are as follows:  
 Section 25 of the Act provides that a pregnant employee is entitled to at 
least four months’ consecutive maternity leave.  
 Section 26(1) states that “[n]o employer may require or permit a pregnant 
employee or an employee who is nursing her child to perform work that 
is hazardous to her health or the health of her child”. 
 Section 26(2) states that “[d]uring an employee’s pregnancy, and for a 
period of six months after the birth of her child, her employer must offer 
her suitable, alternative employment on terms and conditions that are no 
less favourable than her ordinary terms and conditions of employment, if: 
(a) the employee is required to perform night work, as defined in section 
17(1) or her work poses a danger to her health or safety or that of her 
child; and (b) It is practicable for the employer to do so” (The Basic 
Conditions of Employment Act 1997). 
The Minister of Labour, after consulting the National Economic Development 
and Labour Council (NEDLAC), issued under section 87(1)(b) of that Act, a 
Code of Good Practice on the Protection of Employees during Pregnancy and 
after the Birth of a Child as set out in the schedule. The reason is that  
“many women work during pregnancy and many return to work while they 
are still breast-feeding. The objective of this code is to provide guidelines 
for employers and employees concerning the protection of the health of 
women against potential hazards in their work environment during 
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pregnancy, after the birth of a child and while breast-feeding” (RSA 
1998:1). 
3.3.5  The Employment Equity Act (No. 55 of 1998) 
According to SAICA (2008:1),  
“The purpose of the Employment Equity Act of 1998 is to achieve equity 
in the workplace by promoting equal opportunity and fair treatment in 
employment through elimination of unfair discrimination and 
implementing affirmative action measures to redress the disadvantages 
in employment experienced by designated groups, and in order to ensure 
equitable representation in all occupational categories and levels in the 
workforce”.  
The Minister of Labour, in terms of section 54(1) of the Employment Equity Act 
of 1998, and on the advice of the CEE, issued a Code of Good Practice on Equal 
Pay/Remuneration for Work of Equal Value. Section 8 of the Code determines 
the following process that may be used to determine equal pay/remuneration for 
work of equal value: 
 “Determine the scope of the audit to be conducted to identify inequalities 
in pay/remuneration on account of gender, race, disability, or any other 
listed ground or on any other arbitrary ground. 
 Identify jobs that would be subjected to the audit. 
 Ensure that job profiles or job descriptions exist and are current before 
evaluating jobs. 
 Utilise a job evaluation and/or grading system that is fair and transparent 
and does not have the effect of discriminating unfairly on any listed or 
arbitrary ground. 
 Compare jobs that are the same, similar, or of equal value in the 
employer’s own organisation or company. This should include comparing 
female-dominated jobs with male-dominated jobs, as well as other jobs 
that may have been under-valued due to race, disability, or other 
discriminatory grounds. 
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 Select a method of comparing pay/remuneration, both in money and kind, 
in the relevant jobs. This could be done by using either the average or 
the median earning of employees in the relevant jobs as the basis for 
pay/remuneration comparisons or by using another method that will 
compare pay/remuneration in a fair and rational manner. 
 Identify the reasons for differentiating in pay/remuneration as 
contemplated by Regulation 7 in the Employment Equity Regulations and 
determine whether they are justifiable. 
 Where differentiation is found not to be justifiable, determine how to 
address inequalities identified, without reducing the pay/remuneration of 
employees to bring about equal remuneration” (RSA 2015:13). 
The Code demands the continuous monitoring and review of the process on an 
annual basis. 
3.3.6  Promotion of Equality and Prevention of Unfair Discrimination Act 
(PEPUDA No. 4 of 2000) 
The consolidation of democracy in South Africa, according to the ILO (2018:1), 
“requires the eradication of social and economic inequalities, especially those 
that are systemic in nature, which were generated in our history by colonialism, 
apartheid and patriarchy, and which brought pain and suffering to the great 
majority of our people”. Although “significant progress has been made in 
restructuring and transforming South African society and its institutions, 
systemic inequalities and unfair discrimination remain deeply embedded in 
social structures, practices, and attitudes, which undermine the aspirations of 
the constitutional democracy” (ILO 2018:1). The basis for progressively 
redressing these conditions lies in the Constitution, which, among others, 
upholds the values of human dignity, equality, freedom, and social justice in a 
united, non-racial, and non-sexist society where all may flourish. This Act, 
according to the ILO (2018:2), “endeavours to facilitate the transition to a 
democratic society, united in its diversity, marked by human relations that are 
caring and compassionate, and guided by the principles of equality, fairness, 
equity, social progress, justice, human dignity, and freedom”.  
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The PEPUDA is a law that prevents “individuals, companies, organisations, and 
government departments from discriminating against anyone on the grounds of 
race, gender, disability, sexual orientation, or religion/belief” (The PEPUDA 
2000). The Act establishes Equality Courts, where discrimination cases are 
heard. 
Section 6 of the PEPUDA (2000) “creates a general prohibition of unfair 
discrimination. It further prohibits discrimination more specifically on the grounds 
of race, gender, and disability”. Specific examples for the labour and 
employment sphere provided by the Act in the schedule to section 29 are as 
follows (Malcolm Lyons & Brivic Inc. 2017):  
“creating artificial barriers to equal access to employment opportunities 
by using certain recruitment and selection procedures, applying practices 
that unfairly discriminate against persons from groups identified by the 
prohibited grounds, failing to respect the principle of equal pay for equal 
work, and perpetuating disproportionate income differentials derived from 
past unfair discrimination”. 
Any person who believes that they are being discriminated against either unfairly 
or on a prohibited ground may approach any High Court as they functions as 
Equality Courts their areas of jurisdiction (The PEPUDA 2000). 
3.4  Regulatory Frameworks for Gender Equality within the Public 
Service 
The regulatory frameworks that guide gender equality include the White Paper 
on the Transformation of the Public Service (WPTPS 1995) and the White Paper 
on Affirmative Action in the Public Service (1998). These frameworks are 
discussed in the following sub-sections. 
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3.4.1  White Paper on the Transformation of the Public Service (WPTPS 
1995) 
According to the WPTPS (1995:1-2), public services  
“are not a privilege in a civilised and democratic society; they are a 
legitimate expectation. That is why meeting the basic needs of all citizens 
is one of the five key programmes of the government’s Reconstruction 
and Development Programme (RDP)”.  
The WPTPS (1995:1-2) also states that it  
“is also the reason why the government’s macro-economic strategy, 
called Growth, Employment and Redistribution (GEAR), calls, among 
others, for the reduction in unnecessary government consumption and 
the release of resources for productive investment and their redirection 
to areas of greatest need. This means that government institutions must 
be reoriented to optimise access to their services by all citizens, within 
the context of fiscal constraints and the fulfilment of competing needs”.  
The WPTPS  
“calls on all national and provincial departments to make service delivery 
a priority. The WPTPS also provides a framework to enable national and 
provincial departments to develop departmental service delivery 
strategies. These strategies need to promote continuous improvements 
in the quantity, quality, and equity of service provision”.  
Chapter 11 of the WPTPS requires national and provincial departments to 
identify, among others: 
 “A mission statement for service delivery, together with service 
guarantees; 
 The services to be provided, to which groups, and at which service 
charges; 
 In line with RDP priorities, the principle of affordability, and the principle 
of redirecting resources to areas and groups previously under-resourced; 
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 Service standards, defined outputs and targets, and performance 
indicators, benchmarked against comparable international standards; 
 Monitoring and evaluation mechanisms and structures, designed to 
measure progress and introduce corrective action, where appropriate; 
 Plans for staffing, HR development, and organisational capacity building, 
tailored to service delivery needs; 
 The redirection of human and other resources from administrative tasks 
to service provision, particularly for disadvantaged groups and areas; 
 Financial plans that link budgets directly to service needs and personnel 
plans; 
 potential partnerships with the private sector, non-governmental 
organisations (NGOs) and community-based organisations (CBOs), 
which will provide more effective forms of service delivery; and 
 The development, particularly through training, of a culture of customer 
care and of approaches to service delivery that are sensitive to issues of 
race, gender, and disability” (WPTPS 1995:2).  
The purpose of the WPTPS is therefore to provide a policy framework and a 
practical implementation strategy for the transformation of public service 
delivery.  
3.4.2  White Paper on Affirmative Action in the Public Service (1998) 
One of the  
“post-1994 government’s foremost tasks has been to transform the Public 
Service into an efficient and effective instrument capable of delivering 
equitable services to all citizens and of driving the country’s economic 
and social development. However, the government inherited a Public 
Service characterised by ineffectiveness, unfair discrimination, and 
division on the basis of race and gender, and which virtually excluded 
people with disabilities” (RSA 1998:9).  
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In the Public Service,  
“employment inequalities mirrored the discrimination suffered by black 
people, women and people with disabilities in the wider employment 
market with particular regard to opportunities in employment, earning 
levels, benefits and conditions of service. The Public Service thus lacked 
legitimacy and credibility in the eyes of the majority of South Africans. 
Restoring legitimacy and credibility through the development of a broadly 
representative Public Service has been seen, from the outset, as key to 
the transformation process” (RSA 1998:9).  
To this end, affirmative action policies were introduced for the first time in 1994 
to bring into the administrative ‘heart’ of the government people from groups who 
have been marginalised and systematically discriminated against by apartheid 
(RSA 1998:9).  
The White Paper on Affirmative Action in the Public Service is therefore a 
testimony of the government’s commitment to the transformation of the Public 
Service into an institution whose employment practices are underpinned by 
equity. This White Paper is primarily focused on the field of HR management 
and targets the three groups – black people, women, and people with disabilities 
– who are identified in the Employment Equity Bill as having suffered the most 
from unfair past discrimination (RSA 1998:1). The  
“goal of affirmative action in the Public Service is to speed up the creation 
of a representative and equitable Public Service and to build an 
environment that supports and enables those who have been historically 
disadvantaged by unfair discrimination to fulfil their maximum potential 
within it so that the Public Service may derive the maximum benefit from 
their diverse skills and talents to improve service delivery” (RSA 1998:3).  
The objectives of the Public Service affirmative action policy are, within the 
framework of the Employment Equity Bill and other relevant labour and Public 
Service legislation,  
“to enhance the capacities of the historically disadvantaged through the 
development and introduction of practical measures that support their 
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advancement within the Public Service; inculcate in the Public Service a 
culture which values diversity and support the affirmation of those who 
have previously been unfairly disadvantaged; and speed up the 
achievement and progressive improvement of the numeric targets set out 
in the White Paper on the Transformation of the Public Service” (RSA 
1998:4).  
The purpose of this White Paper is to incorporate gender in the Public Service 
in terms of equal opportunities in employment and embracing diversity in 
organisational development. 
3.5  Policy Frameworks for Gender Equality within the Public Service 
The policy frameworks that guide gender equality include the South African 
National Policy Framework for Women’s Empowerment and Gender Equality, 
and the Draft National Action Plan for Women’s Empowerment and Gender 
Equality (2006-2015). These frameworks are discussed in the following sub-
sections. 
3.5.1  The South African National Policy Framework for Women’s 
Empowerment and Gender Equality 
The Presidency  
“in accordance with its jurisdiction over the national gender programme, 
proposed that cabinet adopt the policy framework prepared by the Office 
on the Status of Women (OSW). The policy framework was titled South 
Africa’s National Policy Framework for Women’s Empowerment and 
Gender Equality. This framework is hereafter referred to as the Gender 
Policy Framework” (OSW n.d.:i).  
The Gender Policy Framework, according to the OSW (n.d.:i-ii), proposes a 
process that moves away from treating gender issues as “something at the end-
of-the-day” business. Often, while discussing development issues, it is 
presumed that gender issues can be addressed after the “hard-core issues” 
have been dealt with. This Gender Policy Framework attempts to ensure that 
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the process of achieving gender equality is at the very centre of the 
transformation process in South Africa within all the structures, institutions, 
policies, procedures, practices, and programmes of the government, its 
agencies and parastatals, civil society, and the private sector (OSW n.d.: 
i-ii). The main objectives of the Gender Policy Framework are to: 
 “Create an enabling policy environment for translating government 
commitment to gender equality into a reality; 
 Establish policies, programmes, structures, and mechanisms to empower 
women and to transform gender relations in all aspects of work, at all 
levels of government, and within the broader society; 
 Ensure that gender considerations are effectively integrated into all 
aspects of government policies, activities, and programmes; 
 Establish an institutional framework for the advancement of the status of 
women, as well as the achievement of gender equality; and 
 Advocate for the promotion of new attitudes, values, and behaviour, and 
a culture of respect for all human beings in line with the new policy” (OSW 
n.d.:5). 
The “policy principles, proposals, and provisions in the Gender Policy 
Framework apply specifically and directly to all government departments, 
provincial administrations, local structures, parastatals, and other public entities” 
(OSW n.d.:5-6). The Gender Policy Framework, according to the OSW (n.d.:6),  
“aims to work towards the achievement of equality of opportunity in terms 
of access to and share of employment opportunities, services and 
resources as well as equality of treatment by employers and service 
providers. Equality of treatment, of course, does not mean treating all 
men and all women in exactly the same way (i.e. in a gender-blind 
fashion). This would only serve to perpetuate existing disparities”.  
Equality of treatment “entails meeting the specific and distinct needs of different 
categories of women and men. This can often require special programmes and 
the commitment of additional resources; for example, as in the case of women 
and men with disabilities” (OSW n.d.:6). 
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Although this Gender Policy Framework is  
“concerned with gender, its focus, however, is largely on issues 
concerned with women and their empowerment. Until women and men 
have equality of opportunity with respect to access to control and decision 
making in the economy to the provision of services, to the sharing of 
resources and employment and to fair treatment, policy and decision 
makers may need to draw distinctions between gender issues and 
women’s issues so that resources can be set aside to meet the specific 
needs of women. Women’s empowerment is thus a means to achieving 
gender equality rather than an end in itself” (OSW n.d.:6). 
The National Gender Policy was approved by the South African Cabinet in 2000. 
The National Gender Policy, according to the Department of Women (DoW 
2015:10), “requires that Directors-General and Ministers implement gender 
mainstreaming within their departments and institutions, report on progress 
made and use the recommendations outlined within the policy to enhance the 
socio-economic empowerment of women”. The  
“placement of gender focal points (GFPs) in the offices of the Directors-
General with access to strategic decision-making processes will enable 
them to support gender mainstreaming in all programmes in their 
departments and find the most suitable mechanisms, such as gender-
responsive budgeting or gender score cards, to mainstream gender and 
ensure that the strategic plans of their departments have gender 
indicators” (DoW 2015:10).  
The DoW (2015:10) further emphasises that  
“the GFPs need to be able to leverage the authority of the Directors-
General’s offices and strategic management processes to ensure 
reporting on gender indicators by all programmes. This will in turn 
facilitate the establishment of the baseline and measurement of the 
progress and impact over time”. 
The approach to gender mainstreaming, according to the DoW (2015:10), 
therefore significantly relies on having skilled personnel in the GFPs who have 
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the ability to execute the technical work that is required for the institution to fulfil 
its mandate and to promote  
“the mainstreaming of gender. Skills required are related to key 
programmes in the areas of legislation, policy, budget analysis, and 
planning in relation to the line function of the department and to gender 
mainstreaming, advocacy, coordination, liaison, networking, and capacity 
building” (DoW 2015:10). 
3.5.2  The Strategic Framework for Gender Equality within the Public 
Service  
The Strategic Framework for Gender Equality within the Public Service (2006-
2015) is “aimed at achieving women’s empowerment and gender equality in the 
workplace. Additionally, it is aimed at ensuring a better quality of life for all 
women through improved and accelerated service delivery by the Public 
Service” (DPSA 2006:2). It is  
“premised on the promotion and protection of the human dignity and 
human rights of women, including the rights of women with disabilities. It 
takes cognisance of the role of institutions in promoting non-sexism and 
non-racialism, particularly issues pertaining to organisational 
transformation and change and how these changes are managed within 
the context of a transforming and developing state. It is within this context 
of transformation and development that the Strategic Framework for 
Gender Equality Within the Public Service projects with renewed vigour 
the goal of achieving women’s empowerment and gender equality, 
including that of a new profile for the Public Service” (DPSA 2006:2).  
“While the Framework incorporates a strategy geared towards increasing the 
number of women at all levels of the Senior Management Service (SMS), it goes 
‘beyond just numbers’ to include the elements of empowerment, development, 
and leadership of all women” (DPSA 2006:2) (see also Chapter Four). 
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3.6  Summary 
This chapter conceptualised the statutory, regulatory, and policy frameworks 
that govern the mainstreaming of gender equality within the South African Public 
Service. These frameworks demand gender equality in the Public Service to 
offer equal opportunities to male and female employees. It is imperative to adopt 
gender mainstreaming in government policies, programmes, and projects to 
achieve SDG 5, which demands achieving gender equality in a country-specific 
context. Statutory, regulatory, and policy frameworks are requisites for a country 
to eliminate gender-based discrimination, and to create opportunities for both 
men and women to achieve better education, access to training and capacity-
building initiatives, employment opportunities, and participation and 
representation in political and policy-making processes. These adoptions and 
affirmations resulted in the formulation of the Strategic Framework for Gender 
Equality within the Public Service, which is discussed in Chapter Four. 
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CHAPTER FOUR 
THE STRATEGIC FRAMEWORK FOR GENDER EQUALITY  
WITHIN THE PUBLIC SERVICE  
4.1  Introduction 
This chapter provides the conceptual and contextual explanation of the Strategic 
Framework for Gender Equality within the Public Service. The DPSA is the 
custodian of this framework. In this regard, the official documents of the DPSA 
were consulted and reviewed to obtain information regarding gender equality in 
the institutional structures and processes in the South African Public Service.   
4.2  Rationale of the Strategic Framework for Gender Equality within 
the Public Service 
The field of “public management and Public Service reform in a democratic 
South Africa has been shaped by the tenets of New Public Management (NPM), 
including a strong focus on decentralised management” (Sheoraj 2015:102). 
However, decentralisation is not fully achieved in terms of embracing diversity, 
hence the South African Public Service lacks gender mainstreaming and 
equality in processes, structures, and programmes. Developmental and 
progressive thinking by policy makers has resulted in the inclusion of gender in 
the Public Service in the form of a framework titled A Strategic Framework for 
Gender Equality within the Public Service. 
The “development of this framework is premised on the Draft National 
Programme for Action for Women’s Empowerment and Gender Equality (2005-
2015) produced by the OSW in The Presidency” (DPSA 2006:9). Some key 
elements in the Programme of Action include strategic thinking and actions 
taken by the South African government to ensure gender equality, and hence 
aiming to realise SDG 5. These actions are as follows: 
 “Ensure compliance with the South African National Policy Framework on 
Women’s Empowerment and Gender Equality. 
 Ensure compliance by heads of departments on the effective 
implementation of the provisions of the National Policy. 
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 Create appropriate institutional mechanisms to advance gender equality 
and empower women. 
 Implement the roll-out of training programmes for all public sector 
managers, including managers on gender mainstreaming in the Public 
Service. 
 Ensure implementation of gender-mainstreaming strategies across all 
sectors into all policies, programmes, and projects. 
 Take positive action to build a critical mass of women leaders, executives, 
and managers in strategic decision-making positions. 
 Put in place appropriate training programmes to assist men in the Public 
Service to be able to deal with gender equality imperatives and women’s 
empowerment initiatives in the workplace; 
 Ensure that government training includes gender management and 
gender mainstreaming for all Public Service managers to ensure the 
integration of women and women’s issues into all areas of governance. 
 Review the 30% quota with regard to women in decision-making positions 
in the Public Service in line with the new 50% parity clause of the SADC 
heads of state” (PSC 2006:19). 
The Strategic Framework for Gender Equality within the Public Service (2006-
2015) is aimed at achieving gender equality in the South African workplace. It is  
“within this context of transformation and development that the Strategic 
Framework projects with renewed vigour the goal of achieving women’s 
empowerment and gender equality, including that of a new profile for the 
Public Service. While the Framework incorporates a strategy geared 
towards increasing the number of women at all levels of the SMS, it goes 
‘beyond just numbers’ to include the element of empowerment, 
development and leadership of all women” (DPSA 2006:2).  
4.3  Structural and conceptual framework for gender equality in the 
South African Public Service 
The South African Public Service is representative of all South African citizens 
and embraces diversity in terms of race, beliefs, culture, and gender. This 
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representativeness demands proper mechanisms to manage diversity and avoid 
any form of discrimination. The Strategic Framework for Gender Equality within 
the Public Service draws a structure and conceptual framework for gender 
equality, as illustrated in Figure 4.1. This viewpoint is further supported by 
Sheoraj (2015:104), who emphasises that “urgent attention is required to 
address the issue of representativity within the civil service, particularly in a 
society where government had deliberately developed imbalances. Redressing 
racial and gender imbalances is high on the agenda of the new government”. 
Figure 4.1: Composite elements of the framework  
 
Source: (DPSA n.d.:13) 
Figure 4.1 highlights that the framework has three critical components:  
a) “The vision for the strategy and the manner in which this vision is 
communicated, institutionalised and managed; 
b) The four key pillars for achieving this vision, or the primary arenas of 
action in implementation for creating a non-sexist, non-racial and 
inclusive Public Service, and the four process pillars for implementation; 
and 
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c) The ten core principles for implementing the strategy, which serve as a 
set of guidelines to organise and manage interventions for gender 
equality in the workplace” (DPSA n.d.:12). 
4.3.1  Key pillars 
Based on Figure 4.1, the four functional pillars or strategic programmes of action 
comprise  an enabling environment, equality of opportunities, mainstreaming of 
gender equality, and a barrier-free workplace (DPSA n.d.:13). These are 
discussed in the following sub-sections. 
4.3.1.1  An enabling environment 
An enabling environment in Public Service departments demands a  
“need to adapt their organisational management and planning 
methodologies to suit the anticipated realities of the environment. Due to 
the constantly changing environment, organisations will have to reflect 
the realities of the time in order to be really responsive and responsible” 
(Jordaan 2013:76).  
In this study, the changed environment also emphasises a need to incorporate 
gender mainstreaming and equality in the South African Public Service. 
4.3.1.2  Equality of opportunities 
Related to the concept ‘equality’, according to Wessels (2008:26), are the 
concepts ‘equal opportunities’ and ‘equal employment opportunities’. The 
implication of the concept ‘equal opportunities’ “within the context of government 
institutions is to have the opportunity to be treated equally, especially with regard 
to employment”, hence the concept ‘equal employment opportunities’. Wessels 
(2008:26) cites the Green Paper on a Conceptual Framework for Affirmative 
Action and the Management of Diversity in the Public Service by highlighting 
that there are  
“two characteristics to the concept ‘equal opportunities’, namely that of a 
‘principle enshrined within the ideal of a representative Public Service to 
66 
ensure equality in employment for the equal enjoyment of rights, 
opportunities, benefits and access in the workplace’ and a ‘tool to 
eradicate discrimination and unfairness in the workplace in pursuit of a 
representative Public Service’”. 
4.3.1.3  Mainstreaming of gender equality 
Mainstreaming “gender ensures a comprehensive approach to transforming 
gender relations in the workplace, the community, and the home, with the 
ultimate goal of achieving gender equality” (Public Administration Leadership 
and Management Academy [PALAMA] n.d.:2). South Africa 
“has taken a stance that gender equality is not only a human rights issue, 
but also a developmental issue. The Public Service is one of the vehicles 
for achieving gender equality. A transformed Public Service that is equally 
responsive to the needs of all will contribute to delivering on the 
government’s promise of ‘A Better Life for All’” (PALAMA n.d.:1).  
PALAMA (n.d.:1) emphasises that  
“by adopting a gender-sensitive approach to service delivery and 
integrating gender considerations into programmes and projects from the 
outset, the Public Service can play a significant role in improving the lives 
of women, men, girls and boys in all spheres of life”.  
Mainstreaming, therefore, as emphasised by Vyas-Doorgapersad (2018a:11), 
“involves ensuring that gender perspectives and attention to the goal of gender 
equality are central to all activities – policy development, research, 
advocacy/dialogue, legislation, resource allocation, and planning, 
implementation, and monitoring of programmes and projects”. 
4.3.1.4  A barrier-free workplace 
The DPSA’s Strategic Framework for Gender Equality within the Public Service  
“provides a wide set of options for the transformation of the workplace 
premised on the promotion and protection of human dignity and the rights 
of women. It recognises the role of the government in promoting non-
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sexism and non-discrimination for employees in the Public Service” 
(DPSA n.d.:3).  
In other words, according to the DPSA (n.d.:4), the aim of the Public Service “is 
to create an enabling and barrier-free workplace that is non-sexist and non-
discriminatory”. 
4.3.2  Process pillars 
Figure 4.1 also shows that “cutting transversally across these four functional 
pillars are the four process pillars that drive implementation of the framework, 
namely capacity-development initiatives, organisational support initiatives, 
governance initiatives, and economic growth and development initiatives” 
(DPSA n.d.:13). These pillars are discussed in the following sub-sections. 
4.3.2.1  Capacity-development initiatives 
Capacity-building initiatives in the Public Service are required to enable the 
delivery of effective and efficient services. However, the Public Service is faced 
with challenges, such as “scarce skills; high levels of vacancies and staff 
turnover; a lack of suitable education, training, and development programmes; 
limited knowledge management; inadequate monitoring and evaluation; 
ineffective performance management; non-adherence to legislation” (National 
Treasury n.d.:2), to state a few. Capacity-building initiatives, according to the 
former Minister of Finance, Mr Pravin Gordhan, need to “support the 
development of an enabling environment; and enhance organisational capacity” 
(National Treasury n.d.:3). 
4.3.2.2  Organisational support initiatives 
Organisational support initiatives demand that the  
“notion of values is particularly pertinent within the Public Service. What 
are for many public servants core values, such as impartiality, loyalty, 
equity, accountability and fairness, were identified over one hundred and 
fifty years ago. However, more recently value conflicts have emerged in 
the context of modernising public services and in particular introducing 
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reforms under the rubric of New Public Management aimed at ensuring 
greater efficiency and effectiveness” (O’Riordan 2015:6).  
Organisational support is therefore required in terms of an enabling environment 
and capacity-building and -development initiatives. For gender equality, Public 
Service departments need support initiatives such as mentoring, capacity 
building, knowledge regarding gender mainstreaming, and the establishment of 
gender focus groups. 
4.3.2.3  Governance initiatives 
The UNDP (2018:1) highlights that “public administration is the bedrock of 
government and the central instrument through which national policies and 
programmes are implemented. An accountable and inclusive public 
administration is the core of sustainable development”. The UNDP (2018:1) 
emphasises that  
“the participation and leadership of women in the civil service is important 
for ensuring truly inclusive development and democratic governance, as 
well as enhancing the sustainability and responsiveness of public policies 
implemented by governments that mirror the diversity of the population 
they serve”. 
4.3.2.4  Economic growth and development initiatives 
Economic growth and development initiatives suggest that the Public Service 
needs to have programmes and initiatives for “accelerating the socio-economic 
transformation of women’s empowerment and advancement of gender equality” 
(DoW 2015:2). This can be achieved through strategic leadership; good 
governance; effective, efficient, and economical use of public resources for the 
socio-economic empowerment of women and the promotion of gender equality; 
and gender mainstreaming of socio-economic and governance programmes in 
such a way that it accelerates a just and equitable society for women. 
The PMG (2007) reported that  
“there should be acceleration of the empowerment of women, and 
improvement of gender representivity. Effective gender structures and 
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processes must be put in place. The Department of Public Service and 
Administration (DPSA) must create a framework that recognises the 
importance of family-friendly policies”.  
The PMG (2007) furthermore emphasises that “it should be compulsory for 
senior management to be capacitated to enhance gender management skills. A 
supportive environment must be created in order for sexual harassment to be 
reported”. The PMG (2007) further recommends  
“effective coordination and collaboration in the Public Service and the 
need for all role players to make a collective effort to make gender 
mainstreaming a reality. Although women’s access to political power and 
decision making had improved since 1994, their working conditions are 
not yet satisfactory”. 
4.3.3  Core principles 
In addition to the four process pillars, there are ten core principles that underlie 
the framework, as illustrated in Figure 4.2. These principles are: 
 “Focus on all levels of employment; 
 Responding to the needs of all women; 
 Representation of women; 
 Equality and non-discrimination; 
 Healthy integration and embracing change; 
 Building government capacity; 
 Addressing diversity of needs; 
 Human dignity, autonomy, development, and empowerment; 
 A barrier-free Public Service; and 
 Collaborative partnerships” (DPSA n.d.:14). 
The core principles listed in the preceding section are illustrated in detail in 
Figure 4.2. 
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Figure 4.2: Core principles of the framework  
 
Source: (DPSA n.d.:20) 
 
The framework proposes a process that moves away from treating gender 
issues as “business as usual” towards locating it at the very centre of the 
transformation process in the South African Public Service. According to Stats 
SA (2013:12 cited in Vyas-Doorgapersad 2018b:123),  
“South Africa faces a range of socio-economic and cultural challenges 
that continue to underpin aspects of gender inequality. There are a 
number of factors that play a crucial role in assessing progress towards 
achieving gender equality. These include the need to encourage a more 
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equitable and non-gendered division of labour; and the need to ensure 
equitable access to employment opportunities for women”.  
Achieving “the goal of gender equality is therefore premised on the fundamental 
integration of women and gender issues within all structures, institutions, 
policies, procedures, practice, programmes, and projects of the government” 
(DPSA 2006:3). Therefore, the DPSA (2006:3) emphasises that  
“priority focus on increasing women’s participation in decision making, 
and the concomitant adoption of the Public Service employment equity 
target of 50% representation for women at all levels of the SMS, are built 
into the current strategy. This translates to a concerted effort needed 
across all government departments, at national, provincial and local 
levels, in addressing women’s empowerment and leadership 
development”.  
4.4  Principles and guidelines that underpin the framework 
The “principles and broad guidelines enunciated and proposed in this document 
are drawn directly from the integration of gender considerations in the 
transformation of the public sector to ensure that” (DPSA 2006:10-11): 
 “non-sexism and non-racism as enshrined in the Constitution of South 
Africa, 1996, are promoted; 
 equality for all persons is protected and that women’s rights be seen as 
human rights; 
 due cognisance is taken that women do not constitute a homogenous 
group. This principle must therefore inform all policies and programmes. 
Distinctions according to race, class, sexuality, disability, age, geographic 
location, and other variables should not to be over-looked or taken for 
granted. However, similarities between women should be used to 
strengthen initiatives designed to reverse past gender discrimination;  
 affirmative action plans and positive measures that target women be 
developed, implemented, and accelerated where necessary; 
 serious attention be paid to changing policies and practices that hinder 
women’s access to basic needs, the economy, decision making, access 
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to employment opportunities, and leadership and management 
development; 
 where the need arises, additional public sector policies and directives are 
to emerge for the process of successful implementation of existing 
enabling legislation, to facilitate the achievement of women’s 
empowerment and gender equality in society at large, and the public 
sector, specifically; 
 efficient gender networks are set up at national, provincial, and local 
levels to monitor implementation and hold public officials accountable for 
delivery. Adequate structures and resources must be set aside to 
guarantee the implementation of programmes; 
 there is appropriate training to improve the knowledge, skills, and 
attitudes in gender analysis, gender mainstreaming, gender-responsive 
research, gender-responsive budgeting, and the production and use of 
gender disaggregated data. This training must target all public officials, 
particularly all policy makers, and strategic and operational managers; 
and 
 effective coordination and collaborative strategies are fostered between 
government clusters and the National Gender Machinery to enhance 
partnerships and participatory implementation strategies” (DPSA 
2006:10-11). 
The South African government, as analysed by Mello and Phago (2007 cited in 
Mokhele 2016:52),  
“has made significant strides in terms of Public Service transformation. A 
major transition is visible in the eradication of a non-sexist society, and 
racial discrimination and inequalities amongst societies. The Constitution 
requires all members of the public to be treated equally and fairly and to 
be afforded equal opportunities”. 
Underpinning the principles and broad guidelines outlined in the framework, as 
highlighted by the DPSA (2006:12), therefore, “is the full compliance, by 
government departments, to the imperatives contained in the South African 
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National Policy Framework for Women’s Empowerment and Gender Equality” 
which was adopted in 2000 by the South African cabinet.  
The implementation of a gender mandate in the South African Public Service, 
according to Mokhele (2016:54),  
“depends on the understanding of the contents of the document and its 
purposes. The South African government has worked tirelessly to 
transform Public Service operations from the apartheid practices and 
improve the livelihoods of the whole citizenry through quality social 
services”.  
In addition, Mokhele (2016:54) states that  
“the transition this legal framework has brought can be advocated through 
various transformations; among other things the shift from apartheid 
regime practices to a democratic state and free society where everyone 
is free and safe. Although South Africa has become a shining model 
regarding gender equality practices, yet gender equality in the Public 
Service continues to impede good governance and transformation in the 
context of equal representation of men and women in SMS level, which 
clearly shows that top management positions are dominated by men”. 
4.5  Strategy and implementation of gender mainstreaming within the 
South African Public Service 
As the South African Public Service  
“shifts towards results-based programming, the framework is a strategic 
means to incorporate the integration of gender perspectives into the 
government’s National Plan of Action. This framework thus advocates 
that integrating gender considerations in the National Plan of Action and 
the government-wide results-based system are mutually reinforcing 
processes” (DPSA 2006:16).  
The strategic approach taken within this framework is based on short-,  
medium-, and long-term objectives. This is indicated in Table 4.1. 
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Table 4.1: Strategic approach to women’s empowerment and gender equality 
within the Public Service 
 Short-term objectives Medium-term 
objectives 
Long-term 
objectives 
Strategy 
approach 
 Increased 
representation of 
and participation by 
women in key 
decision-making 
levels. 
 Improved service 
delivery to women. 
 Policy development 
and implementation 
phase. 
 Training and 
development 
phase. 
 Impact evaluation 
of interventions. 
 Gender 
mainstreaming 
strategy for 
women’s 
empowerment and 
gender equality. 
 Transformation for 
non-sexism. 
Macro-
indicators 
 50% women 
appointed in all 
levels of SMS. 
 Increased access 
by women to basic 
services, 
healthcare, 
education, land, 
housing, economic 
opportunities, 
finance, and micro-
credit. 
 Recruitment and 
other HR policies 
reviewed, and 
where necessary, 
new policies 
formulated. 
 Guidelines for 
implementation of 
policies developed. 
 Full roll-out of 
Gender 
Mainstreaming in 
the Public Service. 
 Number of women 
trained in 
leadership and 
management. 
 Number of public 
servants trained in 
mainstreaming in 
the Public Service. 
 Impact assessment 
reports. 
 Sectoral gender-
mainstreaming 
strategy in place. 
 Gender 
considerations 
integrated into all 
projects. 
 Impact evaluation 
reports. 
 Equitable access 
by men and 
women, including 
persons with 
disabilities, elderly 
women, and young 
women to 
resources and 
opportunities. 
Source: (DPSA 2006:14-15)  
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The ultimate goal of the South African Public Service, as emphasised by the 
DPSA (2006:16-17), should be an  
“effort to mainstream and integrate gender to strengthen the departments’ 
ability to create the conditions for women and men to enjoy the benefits 
of the right to development. It includes both women and men in the public 
sector as policy beneficiaries and implementers”.  
From this goal, the South African Public Service derives the following sector-
wide (transversal) objectives (DPSA 2006:16-17): 
 “Analytical reports and recommendations on policy and operational 
issues within each line function and area of responsibility should take 
gender differences and disparities fully into account, as policy and 
strategy-analytic approaches ensure gender differences and equality are 
among the factors considered in assessing trends, problems, and 
possible policy outcomes. 
 Specific departmental strategies should be formulated for gender 
mainstreaming. 
 There should be systematic use of gender analysis, sex-disaggregation 
of data, and, where appropriate, commissioning sector-specific gender 
studies and surveys. 
 Medium-term plans and budgets should be prepared in such a manner 
that gender perspectives and gender equality issues are explicit. 
 Procedures and work processes should pay attention to gender equality 
issues at critical decision-making steps of normal work routines, such as 
those related to preparing parliamentary documentation, establishing 
expert groups, commissioning research, and planning technical 
assistance activities. 
 Managers should take an active role in providing guidance to staff 
regarding the objectives and responsibilities of gender mainstreaming, 
and create a supportive environment for staff to explore issues of gender 
equality” (DPSA 2006:16-17). 
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The implementation of the Strategic Framework for Gender Equality within the 
Public Service, according to the DPSA (2006:18),  
“is a multi-pronged approach. This means that while the short-term 
objectives are being accelerated and fast-tracked in order to achieve the 
equity target of 50% women at all levels of SMS ... the concomitant 
emphasis is also on improved service delivery through focused 
interventions and improved implementation of Batho Pele Principles”.  
The DPSA (2006:18) further emphasises that “such an approach would ensure 
that while women employees in the Public Service are being empowered and 
developed, the public sector is also meeting its priority of improving the quality 
of life for all women in the country”. 
The proposed short- to medium-term implementation projects are as follows 
(DPSA 2006:21): 
 “design and implement accelerated affirmative action and other 
recruitment drive projects that are sector specific; 
 review current recruitment and related HR policies to align with 50% 
equity target; 
 conduct gender audits in departments and/or sectors; 
 establish transversal management policies within departments to 
facilitate integration of gender considerations as cross-cutting in all work; 
 put in place organisational development plans for change management 
and transformation in line with the 50% equity target; 
 put in place mentoring, coaching, and support programmes for women in 
SMS positions to enhance retention in Public Service and advancement 
to higher levels; 
 accelerate the training and development of women in middle 
management for SMS positions; 
 establish a succession planning strategy; 
 establish life skills mastery programmes that include mentors and life 
coaches; 
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 establish empowerment programmes for women and gender 
sensitisation programmes for men; 
 establish a Gender Management System within the departments and at 
branch level; 
 establish an effective communication process to ensure access to 
information by both female employees in the department, as well as 
women in civil society; and 
 ensure compliance with the National Policy Framework for Women’s 
Empowerment and Gender Equality, especially in appointing a GFP at 
the mandated level” (DPSA 2006:21). 
The South African government, according to the DPSA (2006:22),  
“has adopted the long-term strategy of gender mainstreaming as the 
process for the achievement of women’s empowerment and gender 
equality. Thus the implementation of this strategy infers that the Public 
Service is to undertake systematic efforts to look at, and attend to, the 
specific experiences and aspirations of both women and men throughout 
the department and programme/project planning and review cycle”.  
At the departmental level, this therefore translates to a commitment to (DPSA 
2006:22-23): 
 “integrating a gender perspective into all phases of its programme cycle, 
including the analysis, development, implementation, monitoring, and 
evaluation of policies, programmes, and projects; 
 encouraging similar actions in all ministries and departments of 
governments it cooperates with, including commissions, research 
institutions, and the national institutions that are concerned with 
macroeconomic and development planning, national budgets, personnel 
policies and management, and legal affairs; 
 using, and encouraging the collection of, sex-disaggregated data and 
gender-sensitive indicators to monitor and reveal how policies seek to 
improve and impact differently on women and men, in due consideration 
of the fact that not all women and all men experience the same degree 
78 
and kind of gender discrimination. Other factors such as race, ethnicity, 
age, class, and disability can aggravate existing gender-based exclusion 
and discrimination; 
 implementing policies and programmes that have explicit gender 
objectives and seek to redress disparities between women and men on 
the basis of thorough participatory needs assessments and broad 
consultations with gender-responsive groups; 
 increasing the participation of women in its activities, including in 
international committees, expert groups, and panel discussions, and 
amplify their voices so that the government responds equally to men’s 
and women’s realities; 
 supporting attitudinal changes and strengthening the ability of its staff to 
integrate a gender perspective in their daily work through the 
development of appropriate tools and job-based training programmes for 
all employees in gender awareness, gender analysis, and gender 
planning; and 
 forging links between governments, intergovernmental organisations, 
regional institutions, and non-state-actors (i.e. the private sector, civil 
society, non-profit organisations, and other stakeholders) to ensure the 
better use of its resources, to increase synergies among initiatives, to 
negotiate the allocation of scarce resources, and to encourage a 
collective sense of responsibility for attaining objectives” (DPSA 2006:22-
23). 
The proposed medium- to long-term implementation projects are as follows 
(DPSA 2006:23): 
 “review relevant policies and formulate new ones where necessary, in 
conjunction with government clusters. Develop guidelines for 
implementation; 
 put in place training programmes for the development of leadership and 
management for women in middle management to create a sustainable 
pool of managers; 
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 put in place training programmes for all officials on gender mainstreaming 
in the Public Service; 
 develop a strategy to encourage the application and use of gender 
mainstreaming tools in the day-to-day work of the departments, such as 
gender analysis, gender-responsive budgeting, gender-responsive 
research, gender audits, and project life cycle; 
 develop a monitoring mechanism and gender-sensitive indicators specific 
to the sector; 
 ensure the generation of sex- and gender-disaggregated data; 
 develop a strategy to encourage participation and networking with sector-
specific women NGOs and civil society; 
 design and develop sector-specific gender policy/guidelines and plans of 
action; and 
 formulate a sector-/cluster-specific gender-integration strategy” (DPSA 
2006:23). 
The DPSA, as the leader of the transformation of the Public Service, spearheads 
the process through particular undertakings for the Public Service as a whole. 
Some of these are as follows (DPSA 2006:19-20): 
 “launching the Strategic Framework for Gender Equality Within the Public 
Service to the public and the media; 
 a seminar for government departments as the implementing agents of the 
Strategic Framework for Gender Equality Within the Public Service, which 
will include the Minister for the Public Service and Administration, 
Directors-General nationally and provincially, women in SMS positions, 
HR persons, and GFPs; 
 providing support services to national departments and provincial 
administrations in implementing the Strategic Framework for Gender 
Equality Within the Public Service and in reviewing existing HR policies 
using a gender lens; 
 establishing an annual gender forum for the SMS; 
 reporting to the annual HR Learning Forum; 
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 developing drivers for organisational development transformation, in 
alignment with human services organisations; 
 linkages with schools of leadership for young women and the girl-child; 
 establishment of a forum of women Deputy Directors-General for the 
Public Service to provide support, mentoring and coaching for women in 
the SMS and Middle Management Service (MMS); 
 partnering women senior managers in government with girl-learners to 
enhance leadership development;  
 policy determination regarding health and reproductive rights of female 
public servants, including the issue of HIV and AIDS and its impact on 
women in SMS positions; as well as crèches as an enabling support 
medium for women’s advancement in the workplace; 
 provincial road shows and a Nine-Day Open Door Programme to provide 
support to provinces in the implementation of the Strategic Framework 
for Gender Equality Within the Public Service;  
 conducting a gender audit in the Public Service to assist with impact 
analysis of interventions carried out; 
 supporting life skills mastery programmes through Developmental 
Assessment Centres; and 
 establishing a Reference Group on Gender and the Public Service” 
(DPSA 2006:19-20). 
Ms Mmathao Mashao, Chief Director: OPSC reported to the PMG that the PSC 
had  
“conducted a study on gender mainstreaming initiatives. This was 
intended to provide a baseline for future research, to develop a gender 
representivity profile, to examine the extent to which there has been 
empowerment of women, to establish whether there were family-friendly 
policies, to examine the impact of gender mainstreaming, how 
recruitment and promotion enhance gender equality, and the sensitivity 
of issues associated with gender relations. All of this will enable the PSC 
to propose interventions. It would also examine the role of the OSW”. 
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The key findings of the PSC’s study were then summarised as follows:   
“There was a general lack of knowledge and understanding of gender 
mainstreaming in most departments across all levels. The provincial 
overview of women in senior positions showed that the target of 30% had 
not been reached. Some individual provinces had reached or even 
exceeded the target (such as the North West) but other provinces, such 
as the Western Cape, were far below par” (PMG 2007).  
The average percentage of women in senior positions in national departments 
was 31.2%. Targets “had not been reached in respect of disability, with seven 
provinces having no female managers with disabilities. The empowerment of 
women was not happening...[.] There was no defined institutional structure to 
attain the vision of gender mainstreaming” (PMG 2007). 
The lack of implementation of the Strategic Framework for Gender Equality 
within the Public Service is supported by a report released by the DPSA (2016), 
which emphasises that South African Public Service departments during the 
Women in Management Week in 2016  
“reported on various activities aimed at promoting and protecting human 
rights and specifically women’s rights, including workshops and 
information sessions. However, very few departments gave a breakdown 
of participants at these sessions, and the topics that were being 
addressed. In a few cases where the number of participants were 
provided, the information was not disaggregated” (DPSA 2016:20).  
Since 2012, as confirmed by the reports of the DPSA (2016:20), South African 
Public Service departments  
“were given feedback to supply this information, but the situation has not 
improved. The majority of departments reported on sessions conducted 
for sexual harassment and this gives an impression that this is the only 
area used to address sexism in the workplace. Sometimes broad 
statements such as ‘women are given the same opportunities in the 
department’, ‘advocating for the rights of women is crucial to the unit’, 
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were given by departments and this does not give any indication of what 
progress was achieved”.  
The most important information that was required for this principle was for 
departments to report on the measures that they are putting in place to meet the 
50% target of women in SMS and for departments that had met the targets to 
indicate how they are maintaining them. Although a majority of departments 
reported on having Employment Equity Plans, they did not show how the 
implementation is helping to meet or maintain the targets (DPSA 2016:21). 
Table 4.2 shows the departments that had met the targets by September 2016, 
those that had reported on measures put in place to meet and maintain targets, 
and those that had representation of women with disabilities at SMS level. 
Table 4.2: Departments that have met the target of Women in SMS, have women 
with disabilities at SMS level, and have measures in place to meet and maintain 
targets 
 
Source: (DPSA 2016:21) 
In terms of gender mainstreaming, according to the DPSA (2016:22), “this 
principle still remains the weakest in terms of departments’ understanding that 
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mainstreaming cannot be achieved through structures, Employment Equity (EE) 
targets, commemoration of national days and workshops only; these were the 
activities that most departments reported on”. As confirmed by the DPSA 
(2016:22), at least the following departments mentioned gender mainstreaming 
in relation to policies and programmes: the Departments of Correctional 
Services, Environmental Affairs, Economic Development, Home Affairs, 
International Relations and Cooperation, Social Development, Water and 
Sanitation, and the Presidency.  
Based on the preceding argument, it is  
“therefore necessary to strengthen the national structures established to 
promote women’s empowerment and to define their roles and 
responsibilities. Gender mainstreaming is not being included in 
departmental planning. In respect of family-friendly policies, it seemed 
that the only provision in the past years is that some women were 
permitted to take family responsibility leave. No other policies were in 
place. There was lack of support for gender mainstreaming from senior 
management” (PMG 2007).  
In most South African Public Service departments, in the past few years, 
“recruitment took place according to equity targets and women generally felt 
disadvantaged from the onset, because of their practical needs. In general, 
gender relations were adequate, but women felt undermined by their male 
colleagues” (PMG 2007). There was  
“a lack of knowledge of what constituted sexual harassment at the junior 
and senior level, and no policies were in place to deal with harassment 
or secondary victimisation. It was clear that the OSW did not have the 
institutional capacity to deliver its mandate” (PMG 2007).  
  
84 
4.6  Processes to mainstream gender in the Public Service 
The following processes were proposed in the Strategic Framework for Gender 
Equality within the Public Service: 
4.6.1  Women and men in SMS levels in the public sector 
A consultative process needs to  
“be held with women and men currently within the SMS levels, as well as 
women in the MMS, at national and provincial levels. Also included in this 
consultation process are GFPs from national departments, the OSW 
coordinators from provinces, as well as managers at the local 
government level” (DPSA 2006:25). 
The aim of this consultation, according to the DPSA (2006:25), is to ascertain 
what challenges exist in the implementation of the Strategic Framework for 
Gender Equality within the Public Service and  
“to assess the nature of further support mechanisms required. The 
frequency of this type of consultation should be biannual and should be 
determined on a cluster and sectoral basis. This would assist in 
determining cross-cutting and common barriers within the sector, such as 
particular skills and competency levels that impact on the advancement 
towards objectives”.  
4.6.2  Focus groups 
Focus group discussions, as suggested by the DPSA (2006:26), “can be held 
throughout the year. These focus groups should be sector specific to ensure that 
targeted discussions and a focused approach is adopted towards the 
implementation of the Strategic Framework for Gender Equality within the Public 
Service”.  
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4.6.3  Provincial road shows 
Road shows, as suggested by the DPSA (2006:26),  
“are aimed at creating opportunities to raise awareness in provinces on 
the Strategic Framework for Gender Equality within the Public Service 
and its implementation. Furthermore, it enables the necessary support 
and assistance to be rendered to provincial administrations in the 
implementation of the Strategic Framework for Gender Equality within the 
Public Service. Road shows also create the space for provincial 
consultations”.  
4.6.4   National Gender Machinery meetings and the Raise Your Voice 
campaign 
These consultative meetings, as suggested by the DPSA (2006:26),  
“would ensure that not only are the voices of women taken into account, 
but that the Strategic Framework for Gender Equality within the Public 
Service goes ‘beyond numbers’ to address the issue of increasing 
participation of women in decision making, including increasing access to 
and control over decision-making processes”.  
Furthermore, the DPSA (2006:26) emphasises that the consultative meetings 
“ensure that the issues of empowerment, leadership training and skills 
development, and access to equal opportunities by women with 
disabilities are addressed. It also stimulates discussion on the role of men 
in the programme and the necessity to include programmes that address 
the sensitisation of men to issues that affect women’s development and 
advancement”.  
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4.6.5  Reference Group on Gender and Governance 
The establishment of the Reference Group on Gender and Governance, as 
suggested by the DPSA (2006:27)  
“as part of post-launch activities serves as a consultation mechanism as 
it includes a research component. This provides a basis on which to 
constantly review and assess the Strategic Framework for Gender 
Equality within the Public Service, the target date, as well as to determine 
the impact of current trends on increasing representation of women in 
SMS positions and their effective participation in the South African Public 
Service”. 
4.6.6  Cyber dialogues on gender and governance 
Cyber dialogues, as suggested by the DPSA (2006:27), need to  
“be hosted in partnership with civil society organisations. These 
consultative / discussion-based sessions aim to incorporate the element 
of ongoing cyber dialogues on different topics on gender and governance, 
which would also create a platform for further consultation on the 
programme itself”.  
In addition, the DPSA (2006:27) emphasises that the use of information and 
communication technologies (ICTs) will allow  
“for a broader spectrum of women to participate, both nationally and 
across the globe. A tacit advantage of this consultative tool is that it 
provides for the development of skills through the use of ICTs and that it 
does not preclude any category of women from participating in these 
discussions. The use of Multi-Purpose Community Centres or Batho Pele 
Service Centres will also enable rural-based women to participate online”.  
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4.6.7  Networking with international, regional, and sub-regional bodies 
The DPSA (2006:27) highlights that  
“in keeping with the national priority of building a better Africa and a better 
world, consultations through networking with international, regional and 
sub-regional bodies will provide us opportunities to take such an initiative 
forward. South Africa can spearhead and drive such an initiative 
particularly in the African region itself”. 
Based on the preceding information, the analysis of the processes provide a 
different scenario, whereby Ms Ranji Reddy, Deputy Director: Gender, DPSA, 
indicated to the PMG that there are essential hindrances to the promotion of 
gender equality in the Public Service. In terms of its mandate, the DPSA had to 
consider the target of 50%, and review some of the policies in relation thereto.  
Ms Ranji was of the opinion that the  
“DPSA needed to go beyond policies to locate the target. They had been 
able to do this through their Strategic Framework for Gender Equality 
which the Minister had launched and which was currently being finalised. 
The document was available on the website, and went beyond numbers 
to look at what was needed in terms of support programmes” (PMG 
2007).  
The information obtained from official websites confirms that capacity for the 
GFPs  
“in order to promote gender equality was a major challenge, as most of 
the points were at either level nine or below. Only seven of the national 
departments had points at Director or Chief Director level, and nine 
departments had dedicated Gender Units. The GFPs were supposed to 
report to the Director-General, but the survey showed that none of the 
GFPs was doing so” (PMG 2007).  
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The PMG (2007) realised that  
“a common criticism that emerged from the road shows was that 
commitment at director level was rather questionable. The question 
frequently asked was whether DPSA could impose a form of compulsion 
for the promotion of gender equity and disability. DPSA conceded that 
this would have to happen”. 
In order to assess and monitor whether the principles and objectives of the 
Strategic Framework for Gender Equality within the Public Service are 
implemented in the Public Service, and what the level of implementation to 
achieve gender equality in the Public Service is, the Public Service Women 
Management Week (PSWMW) programme was announced by the DPSA. The 
eight standard compliance criteria for the PSWMW are as follows:  
 “each department must host a PSWMW meeting;  
 departments must host the PSWMW meeting during the prescribed 
period;  
 the Head of Department (HoD) or Director-General must chair the 
meeting and guide discussions to ensure that the Eight-Principle Action 
Plan is reviewed;  
 the agenda of the PSWMW meeting must focus on review of the Eight-
Principle Action Plan and each principle individually;  
 only female SMS members must attend this meeting;  
 a report of the meeting must be compiled in the prescribed DPSA 
reporting template;  
 the PSWMW report should be signed off by the HoD/Director-General; 
and.  
 the report must be submitted to the DPSA by 31 October of each year” 
(DPSA 2016:7-8). 
The following analysis was obtained from the first report received by the DPSA 
on 1 October 2016 (the latest document available as yet). The findings 
emphasise the following: 
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 In 2012, a total of 90 departments submitted reports. This number 
increased to 103 in 2013. The submission rate decreased to 94 
departments in 2014 and in 2015 only 87 departments submitted. There 
was an improvement in 2016 as 123 departments (76%) submitted 
reports (DPSA 2016:6). 
 Departments are still struggling with chairing of meetings by HoDs, poor 
attendance by female SMS members, and following an aligned agenda 
(DPSA 2016:8). 
 Submission of reports by national departments improved from 20 in 2015 
to 35 (48%) in 2016. Between 2015 and 2016, national departments 
improved only in three standards, namely submission of signed reports, 
in the correct format, and on time. The lowest compliance was with the 
attendance of meetings by female SMS members. Departments that had 
the lowest attendance of female SMS members were the Departments of 
Cooperative Governance, Health, Human Settlements, Public Service 
and Administration, Public Works, Science and Technology, and the 
Presidency. This is a concern as the intention of this programme is for 
female SMS members to discuss their challenges and pave a way for 
other women in lower positions to prepare them for leadership. The 
decrease in the number of Directors-General chairing the meetings is 
also a concern as this programme is supposed to be spearheaded by 
them and the dates are institutionalised so that everyone is aware of this 
annual meeting well in advance (DPSA 2016:9).  
The provincial statistics are as follows: 
 Only the Department of Rural Development and Agrarian Reform 
submitted a report from the Eastern Cape province, which is a decrease 
from five departments in 2015. This department complied with six 
standards, but did not comply with the attendance of the meeting by 
female SMS members and the submission of the report by 31 October 
2016 (DPSA 2016:9-10). 
 All 12 departments in the Free State province submitted reports on time 
and maintained the signing of reports by HoDs at 100% (DPSA 2016:10). 
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 The Gauteng province improved its submission of reports by 50% from 
six in 2015 to 12 in 2016. Even though Gauteng improved on the 
submission of reports, the province did not do well in compliance with the 
standards. Departments only improved in adhering to submission dates 
(59%) and chairing of meetings by HoDs (9%). The worst decline was in 
the agenda focus on the Eight-Principle Action Plan (50%), and 
attendance of meetings by female SMS members (50%). The 
Department of e-Government had 14 out of 15 (93.33%) female SMS 
members attending the meeting. In 2015, the province achieved 100% 
compliance in three standards and this year they did not achieve 100% 
in any of the standards (DPSA 2016:11). 
 In KwaZulu-Natal, the lowest level of compliance was in the attendance 
of meetings by female SMS members at 33%. Only in the Department of 
Sport and Recreation did all female SMS members attend the meeting. 
The standard on signing of the report by the HoD remained at 83% (DPSA 
2016:12).  
 The Limpopo province achieved 100% compliance in one standard in 
2015 and this year in 2016, it did not achieve 100% compliance in any of 
the standards. No department had 100% attendance of the meetings by 
female SMS members; the highest was by Public Works and 
Infrastructure, with eight out of ten (DPSA 2016:13). 
 In the Mpumalanga province, the only department that fully complied with 
attendance of all female SMS members was Community Safety, Security 
and Liaison with six out of six. The Department of Culture, Sport and 
Recreation also had attendance by two female SMS members, but had 
42 other women from other levels. The standard for chairing of meetings 
by HoDs was maintained at 50%. Mpumalanga achieved 100% 
compliance with two standards in 2016, whereas in 2015, it did not 
achieve 100% in any of the standards (DPSA 2016:14). 
 The North West province had 100% achievement on four standards. The 
biggest struggle is still with the attendance of meetings by female SMS 
members, which dropped to 25% in 2016. The Department of Community 
Safety and Transport Management had full attendance of all eight female 
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SMS members, while the Department of Tourism had all five female SMS 
members attending, and also included five female officials from lower 
levels. The chairing of meetings by HoDs remained at 50%, and this is a 
concern as the improvement that the province made may not be 
sustained if the leadership in the gender programme is not spearheaded 
by HoDs (DPSA 2016:15). 
 In the Northern Cape province, the lowest level of compliance was the 
attendance of meetings by female SMS members (33%). Only two 
departments had full attendance, namely the Department of Transport, 
Safety and Liaison, including 15 female officials from lower levels, and 
the Department of Environmental Affairs and Nature Conservation, which 
also included 21 female officials from other levels (DPSA 2016:16). 
 In the Western Cape province, the Departments of Community Safety 
and Cultural Affairs and Sport are the only two departments that had full 
attendance by only female SMS members, while three female officials 
from other levels also attended the meeting of the Department of Local 
Government. There was no indication whether women from other levels 
were part of the secretariat or not. The Department of the Premier had 
ten female SMS members attending the meeting (DPSA 2016:17). 
The above-stated analysis is an indication that the Strategic Framework for 
Gender Equality within the South African Public Service is not effectively 
implemented in all Public Service departments. In order to assess the factors 
that hamper the effective implementation of the Strategic Framework for Gender 
Equality within the Public Service, a comprehensive document and literature 
review was conducted, of which the findings are stated in Chapter Five.  
4.7  Summary 
The adoption of the Strategic Framework for Gender Equality within the Public 
Service is an indication of the government progressing towards achieving and 
improving the lives of women in contributing to the Public Service. This 
contribution has resulted in various debates in state structures that the 
representation and empowerment of women should be achieved as documented 
in the MDGs: Agenda 2015 (now known as the SDGs). This chapter explained 
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and discussed the Strategic Framework for Gender Equality within the South 
African Public Service in detail. The chapter highlighted the rationale, structure, 
conceptual framework, and principles and guidelines that underpin the Strategic 
Framework for Gender Equality within the Public Service. It is also significant to 
gain understanding regarding the factors that affect the implementation of 
gender equality in South Africa and in South African Public Service departments. 
This understanding is important to assess whether South African Public Service 
departments are fulfilling the objectives of the Strategic Framework for Gender 
Equality within the Public Service by incorporating gender equality in their 
internal organisational structure, processes, and structures. Chapter Five 
therefore discusses the factors that affect the level of implementation of the 
Strategic Framework for Gender Equality within the Public Service in the South 
African Public Service.   
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CHAPTER FIVE 
FACTORS THAT INFLUENCE THE IMPLEMENTATION OF THE 
STRATEGIC FRAMEWORK FOR GENDER EQUALITY WITHIN THE 
PUBLIC SERVICE 
5.1  Introduction 
International, regional, and national statutory, regulatory, and policy frameworks 
impact directly on the implementation of gender mainstreaming and equality in 
the Public Service, as discussed in Chapters Three and Four. This chapter 
describes the social, economic, cultural, religious, and political factors that 
hamper gender equality in the South African context. Thereafter the chapter 
conceptualises and contextualises the institutional factors that influence the 
effective implementation of the Strategic Framework for Gender Equality within 
the Public Service.  
5.2  Factors that influence gender equality in South Africa 
Social norms and beliefs, according to the UNDP (2016:4), assign  
“African women and girls the primary responsibility for care and domestic 
work, women on average spend twice as much time as men on domestic 
work related to child and elderly care, cooking, cleaning, and fetching 
water and wood. In sub-Saharan Africa, 71 per cent of the burden of 
collecting water for households falls on women and girls, which leaves 
women with very little time to perform paid work and therefore increases 
the inter-generational poverty”.  
Olatunji (2013:2) states that gender discrimination in Africa, as  
“elsewhere, is mostly about socio-cultural factors that result from a 
patriarchal socio-economic system. This includes ethnic discrimination, 
as well as failing to provide equality in the legal system, in education, in 
public political and non-political institutions, and places of employment, 
to state a few”. 
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The situation in South Africa is not unique, as   
“most African countries continue to lag behind the rest of the world on 
women’s participation in development, in large part due to deeply 
entrenched, discriminatory views about the role and position of women 
and girls in society, which relegate women to an inferior position relative 
to men and result in unequal power relations between men and women” 
(Falola 2013:56).  
These discriminatory views and harmful practices, according to Falola 
(2013:56),  
“often prevent women from achieving their full potential as productive 
members of society because these result in women’s unequal access to 
education, healthcare, economic opportunities, and participation in 
governance and politics. Even in countries where women play a greater 
role in development, governance, and politics, such as in Kenya, 
institutions and the public judge women disparately and more harshly 
than men”.  
The literature review highlights that  
“South Africa has a history of institutional racism whereby rights and 
opportunities depended on race and gender. Socio-cultural theories 
defined women as inferior to men and regarded them as minors in the 
private and public spheres of life. This historical patriarchy influenced 
formal and informal human relationships and the opportunities accorded 
to women in the workplace” (Hendrickse 2004 cited in Vyas-
Doorgapersad 2018b:122).  
Kornegay (n.d.:1) adds that in South Africa, the  
“socio-cultural dictates of all groups define women as inferior to men and 
as such assign to them the position of minors in both the public and 
private spheres of life. In the private sphere, women are less likely to lead 
in decision-making. In most interpersonal relationships, men have more 
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power. This historical legacy of patriarchy influences essential informal 
and formal human relationships with a marked impact on the workplace”.  
This patriarchal and stereotyped mentality, according to Lues (2005:104), 
dictates that “women are born exclusively to be housewives and mothers…[.] 
Particularly in South Africa, their role in the development of the country was 
limited and this, in turn, prevented their access to employment, health and 
education…[.]”. Lues (2005:104) also emphasises that  
“these barriers were the reason why the integration of women in decision-
making processes in the various spheres of life was limited. This situation 
was not to the advantage of anyone. On the contrary, it limited progress 
in the emancipation of women and deprived women of their human rights 
and the country of economic growth”.  
Lues (2005:107) further states that  
“although the women have liberated socially and actively joined the 
labour force, the fact that women are able to partake in the labour force 
while also, nevertheless, still having to fulfil fundamental domestic and 
marital roles has prevented gender equality in society”.  
This statement is supported by Vyas-Doorgapersad (2016:138), who 
emphasises that 
“South Africa has established various legislative frameworks to eradicate 
the restrictive developmental policies of the past. One of these is to 
promote gender equality in the workplace. However, socially, 
economically and politically, there is still a gap between women and men 
who hold decision-making portfolios and this leads to suppression of 
women’s capabilities”.  
Based on this situation, it can be considered that there are still various social, 
economic, cultural, religious, traditional, and political factors that hamper gender 
equality in the South African context. These factors are discussed in the 
following sub-sections. 
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5.2.1  Poverty 
Poverty, according to the DPSA (2006:5),  
“is a major problem for women in South Africa. The systematic and 
socially engineered location of women in rural areas and the 
underdevelopment of infrastructure in these areas have been directly 
responsible for the poor conditions under which the majority of South 
Africa’s rural communities live”.  
The DPSA (2006:5) further emphasises that the “apartheid laws, coupled with 
repressive customs and traditions, disempowered women in ways that will take 
generations to reverse. While the democratic government has established 
enabling legislation, it must move towards delivery to alleviate and, eventually, 
eradicate poverty”. This situation is emphasised by Vyas-Doorgapersad 
(2018b:120 citing Painter 2004) that SDG 1 (the eradication of extreme poverty 
and hunger)  
“only sees poverty in terms of economic need and gives no consideration 
to social and political marginalization, both of which are a result and a 
fundamental cause of poverty. It is argued that if we apply this to the 
position of women, no consideration is given to why and how 
impoverishment may impact women and men in different ways and how 
they experience poverty differently.” 
5.2.2  HIV and AIDS 
According to the DPSA (2006:5), HIV/AIDS is “a serious problem in South Africa. 
It affects women disproportionately to men. The power imbalances between 
women and men in interpersonal relations contribute to this growing pandemic”. 
5.2.3  Digital divide 
Digital divide occurs when women are  
“not given equal access to ICT and that there are important limiting 
factors such as ‘level of income, education and social position which play 
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a significant role in explaining ICT access and usage’…[.]  When men 
and women share similar backgrounds (education and income, for 
example) men have more opportunities to gain access to ICT…[.]” (Vyas-
Doorgapersad 2018a:8).  
Vyas-Doorgapersad (2018a:8) states that  
“even where efforts are made to enable rural populations to partake in 
the information revolution, the social digital divide persists. Many of these 
limiting factors are linked to cultural issues that marginalise women into 
domesticity, thus limiting their mobility and exposure”.  
Vyas-Doorgapersad (2018a:8) emphasises that  
“the traditional patriarchal, hegemonic, and hierarchical practices, where 
men have more advantages than women and where inequality between 
genders seems to be the norm…[.] In addition, there are gender relations, 
gender roles, and power relations between men and women …[which] 
have a bearing on the diffusion and adoption of computing and mobile 
telephony and other facets of ICT”.  
Lack of access to science and technology may therefore prevent women from 
qualifying for better jobs for socio-economic betterment. 
5.2.4  Gender-based violence 
Gender-based violence (GBV) is considered by the DPSA (2006:6) as a  
“serious problem in South African society. The high incidence of rape 
cases, as well as other forms of physical and psychological abuse of 
women and girls, is evidence of this. While the criminal justice systems 
are now beginning to deal with this crisis in a gender-sensitive manner, it 
continues to be a major challenge, especially as it is compounded by its 
interrelation with poverty and HIV and AIDS”.  
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In this case, the following factors contribute significantly, as highlighted by Van 
Der Byl (n.d.:26):  
“[C]ontinued patriarchal societal norms result in unequal power relations 
between men and women. Although equality is affirmed in the legal 
domain, it is not widely extended to the private domain of South African 
family life and society; individual factors associated with gender-based 
violence (GBV), including alcohol use, drugs and child abuse. Men who 
were abused as children are more likely to be violent partners; and 
cultural norms and practices violate the rights of women.”  
The consequences of GBV is emphasised by Mathebula (2018:2), who states 
that  
“women still bear the brunt of gender-based violence and other related to 
atrocities. This is not limited to domestic violence but also sexual 
harassment both at home and workplaces. Women are unable to walk 
freely for fear of all sorts of harassment and abuses”.  
According to statistics released by the South African Police Service for 
2016/2017 (cited in Mathebula 2018:2), GBV “figures are still alarmingly high. 
The Gender Commission has realised that the absence of a national 
coordinating structure on GBV has a ripple effect on work that seeks to address 
this problem”. 
5.2.5  Access to basic resources 
The DPSA (2006:6) states that  
“[e]ducation, housing, welfare, fuel and water have also been influenced 
by unequal gender, race and class relations. The inequality of power 
between women and men has inevitably led to the unequal sharing of 
resources such as information, time and income as well”.  
According to the DPSA (2006:6), access to basic resources has improved since 
1994 but women’s control over these resources is still not satisfactory. The lack 
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of infrastructure in the rural areas still acts as a barrier for women to gain easy 
access to basic resources.  
5.2.6  Social protection and social wellbeing 
According to Van der Byl (n.d.:6), 
“Universal social protection measures were implemented after the advent 
of democracy to include the majority of the population, who had been 
historically disadvantaged, while also targeting the needs of those 
identified as being the most vulnerable. A combination of improved 
access to basic services and social assistance programmes has seen a 
decrease in both absolute and relative poverty levels”.  
Van der Byl (n.d.:6) further highlights that  
“over 31 percent of the population is currently receiving social grants, for 
which the majority of beneficiaries are women. Research shows that the 
Child Support Grant has the potential to give grant beneficiaries a sense 
of empowerment. It therefore has positive transformative effects. 
However, gender inequality, as expressed in the unequal care burden, is 
perpetuated in the private domain of family life, with intra-household 
power dynamics to the disadvantage of women”. 
5.2.7  Women’s access to political power  
According to the statistics of the DPSA (2006:7), this situation  
“has improved since the 1994 elections. There is strong representation of 
women in the national, provincial, and local legislative branches of 
government and in government departments. The challenge to political 
institutions is to change their culture in order to be more responsive to the 
needs of female politicians and civil servants”.  
Vyas-Doorgapersad (2015:122), however, emphasises that the reality is that  
“plans and policies have not been ‘gender responsive’. That is, they have 
not recognised existing gender imbalances, and have not taken into 
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account the different gender roles, which men and women play. Women 
are therefore constrained in participating effectively in the development 
process because their subordinate position in society is ignored in 
development planning and policymaking, while their concrete needs are 
equally ignored”. 
5.2.8  Women’s representation in decision-making 
Sibanda (2015:10-11) emphasises that  
“like in other African countries, South African women’s leadership in the 
private sector and civil society continues to lag behind. According to the 
Businesswomen’s Association of South Africa’s 2012 Women in 
Leadership Census, despite the fact that women make up 52 percent of 
the population they only accounted for 5.5 percent of chairpersons, 17.1 
percent of directors and 21.4 percent of executive management 
positions”.  
This reality is further highlighted by Vyas-Doorgapersad (2015:122), who raises 
concerns regarding the “equal participation of women and men in decision-
making processes” and expresses concern regarding the “serious and persistent 
obstacles, which were many and varied in nature, that still hindered the 
advancement of women and further affected their participation in decision-
making processes...[.]”.  
5.2.9  Governance: Representation and participation 
According to the SADC Gender Protocol 2014 Barometer (2014 cited in Vyas-
Doorgapersad 2015:128), on the commencement of the  
“2015 landmark year for the SADC region to have reached gender parity 
in all areas of decision making, no country has reached the 50% target of 
women’s representation in parliament, cabinet or local government. The 
situation is dire in the South African context”.  
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In South Africa, as a country, much has been  
“achieved in raising the voice of women through the creation of 
participatory spaces and structures to promote agency for women. While 
less than 2% of parliament members were women before 1994, there has 
been a steady increase in women’s representation in decision making 
over the years. However, challenges remain regarding policy influence, 
transformation, and the participation of women in structures at grassroots 
level” (Van der Byl n.d.:4).  
Van der Byl (n.d.:4) further highlights that “the achievement of political 
representation by women in South Africa has positively influenced development 
on the African continent”. 
5.2.10  Women’s mobility in the workplace 
Women, according to the DPSA (2006:7), face many barriers with regard to their 
mobility in the workplace, particularly barriers of access to entry into 
management. Furthermore, women find themselves stuck in some positions, 
especially in the SMS. These challenges need to be addressed.  
5.2.11  Traditional practice, culture and religion 
Van der Byl (n.d.:33) states, 
“Religion and culture influence the role of women in a profound way in 
South African society and strongly shape social identity. The Choice on 
Termination of Pregnancy Act (No. 92 of 1996) – one of the most 
controversial laws challenging organised religion – is considered to be a 
revolutionary victory for women’s empowerment in South Africa. 
However, legislation that promotes the rights of women, alongside the 
right of cultural practice, has been an unresolved debate post-1994, 
leading to women from traditional communities still continuing the 
struggle of cultural versus citizens’ rights being fulfilled”.  
Van der Byl (n.d.:34) further states that “against the Communal Land Rights Act 
of 2004 and the Traditional Leadership and Governance Act of 2003, the bill can 
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undermine the rights of women under traditional systems of government, further 
entrenching traditional leadership in male-dominated communities”.  
Various factors restrict gender equality in social platforms, professional 
workplaces, decision-making portfolios, and political and policy-making 
processes. This study attempted to state some of the major factors that are 
considered significant for this research. In addition to the above-stated factors, 
there are regulatory factors that hamper the effective implementation of gender 
equality in the South African Public Service, as discussed in Chapters Three and 
Four. The proceeding section explains the institutional factors that may hamper 
the effective implementation of gender equality in the South African Public 
Service. 
5.3  Institutional factors that influence the implementation of gender 
equality (frameworks, policies, processes and interventions) in the 
South African Public Service 
The discrimination of women and poor representativeness in the workplace can 
be traced to traditional norms and cultural practices. Mokhele (2016:8) therefore 
emphasises a Setswana proverb that states: “A team of oxen is never led by a 
female. Otherwise, the oxen will fall into the ditch.” Mokhele (2016:8) further 
emphasises that since democracy, only a small number of “women in the public 
sector have grown significantly, particularly in the supervisory and technical 
skills positions”. In the context of this study, affirming women in SMS positions 
has been implemented slowly despite various policies in place.  
In order to mainstream gender, in 2005 the Strategic Framework for Gender 
Equality within the Public Service was published for implementation by the 
DPSA. The section that follows briefly discusses the level of gender equality in 
the Public Service after the advent of democracy (from 1995 to 2001). 
Thereafter, the situation is assessed since 2005 after the Strategic Framework 
for Gender Equality within the Public Service was implemented. This information 
is considered significant in analysing whether the Strategic Framework for 
Gender Equality within the Public Service has improved gender equality levels 
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in the South African Public Service, or whether there are still challenges to 
address. 
Since the inception of democracy in 1994, women have always been 
underrepresented in the South African Public Service, as seen in Table 5.1. 
Table 5.1: Underrepresentation of women at managerial level per race group: 
1995-2001 
 
Source: (Personnel and Salary System (PERSAL) information 1999-2001 cited in 
Thompson and Woolard 2002:14) 
It can be seen in Table 5.1 that women are poorly represented at management 
level. “The situation was at its worst in 1995, with increases in female manager 
numbers from 1995 to 2000. These increases are offset to a degree by 
corresponding increases in the numbers of male managers” (Thompson and 
Woolard 2002:14). Tables 5.2 and 5.3 show the net change in female managers. 
Table 5.2: Net change in female managers – all levels: 1995-2001 
 
Source: (Thompson and Woolard 2002:15) 
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Table 5.3: Net change in female managers as a percentage of total change in 
management – all levels: 1995-2001 
 
Source: (Thompson and Woolard 2002:15) 
The following trends are therefore considered (Thompson and Woolard 
2002:14,17,19): 
 “The period 1997 to 1999 shows the greatest absolute increase in female 
managers. 
 It can also be seen that increases in female managers in this time 
registered 48.5% of total management increases. 
 During the period 2000 to 2001, decreases in the number in female 
managers accounted for 49.2% of the total decrease. 
 The net effect was a decrease in the proportion of managers who are 
women. 
 Women are far less represented at senior management level than lower 
down. 
 Women middle managers in the Public Service do not hold as high a 
proportion of jobs as the rest of the economy. The 2001 Employment 
Equity Ratio showed a 38% level of representation for females in mid-
level management and professional employment. The public sector only 
managed to achieve 31.96% in 2001” (Thompson and Woolard 
2002:14,17,19). 
These statistics, according to Thompson and Woolard (2002:20),  
“show very little and very slow progress in achieving gender equality in 
employment. South African Public Service transformation with regard to 
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women at managerial level has not been nearly as successful as wished. 
The Public Service experience with female transformation does not 
match its performance with racial transformation”.  
Thompson and Woolard (2002:20) highlight that  
“even though the Public Service began in 1995 with very low female 
numbers, transformation does not appear to have been aggressive 
enough. The result is a public sector that is lagging behind the rest of the 
economy at middle management level and is just keeping pace at senior 
management level. The picture is not one of the government’s leading 
the way and providing the catalyst for change”. 
Therefore, according to reports of the African National Congress (ANC 2014:12 
cited in Mokhele 2016:8),  
“in 2005 after the adoption of A Strategic Framework for Gender Equality 
Within the Public Service (2006-2015) [see Chapter Four], South Africa 
experienced a significant increase of women representation from 30% in 
2005 and 40% in 2014, yet still below the 50% target. To drag down the 
progress which has been laid down by the South Africa government 
institutions towards advancing women in SMS and decision-making 
position, statistics have indicated that such growth has been growing at 
1% per annum”.  
Gender equality has therefore been a concern and challenge in the South 
African Public Service, whereby especially women struggle to achieve strategic 
positions and equal representation in decision-making positions.   
The factors that hamper the incorporation of gender equality are discussed 
under the following themes:  
 gender in decision-making positions; 
 gender in management; 
 gender and employment equity; 
 representation at SMS level by gender; 
 public servants at SMS level by salary and gender; 
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 compliance with the 50% target in the representation of women in SMS; 
 knowledge and understanding of gender mainstreaming; 
 gender equality policies/strategic frameworks and alignment with the 
Strategic Framework for Gender Equality Within the Public Service; 
 establishment of institutional mechanisms; 
 establishment of institutional structures; 
 establishment of institutional processes; 
 recruitment and promotion practices; 
 the role that the OSW plays in supporting and encouraging gender 
mainstreaming in the Public Service; 
 capacity-building initiatives; and 
 budget allocation. 
5.3.1 Gender in decision-making positions 
Statistics and information regarding the lack of gender equality in decision-
making positions were initially released in 2006 by the DPSA. The DPSA 
(2006:7-8) highlights that “the White Paper on the Transformation of the Public 
Service and Affirmative Action spells out the target of 30% of women in decision-
making levels, as well as the special measures to be implemented in reaching 
this target”. The DPSA (2006:7-8) further highlights that  
“in March 2005, the Public Service workforce stood at 1 073 033 
employees, showing a net increase of 29 336 employees from December 
2004. Of these figures, Blacks represented 86.5% of the workforce, while 
women represented 53.3%. In regard to women with disabilities, as at 31 
March 2005, out of a total of 571 871 women employed in the Public 
Service, 586 (i.e. 0.1%) are women with disabilities. Overall, employees 
with disabilities received 0.15% of all promotions in the Public Service”.  
Even in 2017/2018, the status of women in the South African Public Service has 
not improved to an acceptable level. This statement is supported by the Annual 
Report on Employment Equity in the Public Service 2015/2016 released by the 
DPSA in 2017.  
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This report highlights the following significant elements regarding gender (also 
see Nhlapo 2018): 
 According to the 2011 National Census by Stats SA, the South African 
population consists of 51.8 million people; of which 51.3% are women 
and 48.7% are men (cited in DPSA 2017:6). 
 The Public Service has more women than men across all racial groups 
and this is very similar to the national demographics. The situation starts 
changing when it comes to representation of women at SMS or their 
representation amongst employees with disabilities. The Public Service 
is still male dominated at the decision-making level (DPSA 2017:7). 
 In terms of gender, women with disabilities constitute 48% and men 52%. 
While the total workforce indicates that there is 60% representation of 
women in the Public Service, women with disabilities are unfortunately 
not benefitting from this high number (DPSA 2017:10). 
 As at 31 March 2016, there were 242 (1.37%) public servants with 
disabilities at MMS level out of 17 673 (DPSA 2017:13). 
 The numbers are not improving and it should also be noted that the 
number of women with disabilities continues to be lower than those of 
males with disabilities (DPSA 2017:13). 
The statistics reveal that gender is not mainstreamed in recruitment and 
appointment processes, hence the statistics of women in the workforce are 
lower than their male counterparts, especially at the strategic and decision-
making levels.  
5.3.2  Gender in management 
In terms of women in management, according to statistics published by the 
DPSA (2006:8), it is seen that  
“as at 31 March 2005, while women made up 53.3% of the Public Service 
workforce, they only constituted 29% of senior management positions. 
However by March 2006, of the total of 6 727 SMS employees, 2017 (that 
is 30%) are women, indicating that the target set by Cabinet in 2003, has 
been met within the Public Service”.  
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In terms of gender in professional occupations, the DPSA (2006:8)  
“indicates that while there are 64.8% women in the professional 
occupational category, they tend to be concentrated at the lower levels 
of the occupational category. Women account for 34% of professional 
and middle management terminations. Gender representation in the 
administrative and clerical levels is slightly more than one-third (i.e. 37%) 
of women employed in the Public Service, and they are concentrated in 
production-level jobs”.  
5.3.3  Gender and employment equity 
The aspect of gender equity in management positions has improved in terms of 
gender representation, although only at the middle management level. This 
statement is supported by the reports of the Commission for Employment Equity 
(CEE).  
The 14th CEE Annual Report 2013-2014 (2014 cited in Mokhele 2016:34) states 
that  
“it appears as though there is a definite movement based on the number 
of women occupying SMS positions, although there is still an 
overrepresentation of men in management positions. Women in the 
South African Public Service are employed and represented more than 
before, but mostly in supervisory (professional and technical) positions 
and at the Middle Management Services (MMS) level”. 
Statistics from employment equity reports indicate that “government 
departments had major race and gender differences in SMS positions from 2005 
to 2014. As from June 2014, women at the SMS level comprised 28.91% black 
females, 2.54% Asian females, 3.10% coloured females, and 5.51% white 
females” (Department of Labour [DoL] 2013 cited in Mokhele 2016:34). 
According to Booysen (1999 cited in Mokhele 2016:34),  
“although statistics have shown an increase of 40% in females at the 
SMS level, this is an indication that women are still poorly represented in 
leadership, governance, and management positions. The issue of black 
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men dominating women is not a public sector challenge, as there is a 
similar problem in the private sector where leadership positions are 
dominated by white men”. 
The 15th CEE Annual Report 2014-2015 (2015) highlights the demographics in 
exploring gender inequalities in the Public Service. The report states that “the 
majority of employees at the top management level were male and had almost 
four times more representation than their female counterparts” (cited in DoL 
2015:19). “White males were overrepresented in all economic sectors at the top 
management level, with notable representation in agriculture (72.7%), retail and 
motor trade/repair service (65.3%), manufacturing (64.2%), mining (62.4%), 
construction (60.9%), and wholesale trade/commercial agents/allied services 
(60.5%) sectors” (see DoL 2015). Women, according to the DoL (2015:20), only 
feature  
“in the community, social, and personal services sector (30.7%), which 
had a large representation of government employers, followed by 
catering / accommodation / other trade (29.5%), which is mostly service 
orientated. Black women (Africans in particular) feature prominently in the 
electricity, gas, and water supply, and community, social, and personal 
services sectors at this level, and much more still needs to be done to 
break the artificial barriers to their development”.  
Trends analyses from 2010 to 2014 (all employers) confirm that  
“[w]ith regards to gender, males have always been the larger group at the 
top management level although their representation is gradually 
decreasing over the years…[.] Female representation is slightly 
increased although it shows that it will take many more decades to reach 
a point of equal representation with males at this level” (DoL 2018:33).  
The DoL (2018:35) further highlights that  
“females were underrepresented at the senior management level in 
relation to their EAP [Economically Active Population]. Their 
representation has been increasing though, with the biggest gains of 
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11.7% made between 2010 and 2012. Males continue to dominate at the 
senior management level”.  
The 16th CEE Annual Report 2015-2016 (2016 cited in DoL 2018:20) states that  
“the representation of males (78.6%) at the top management level is 
almost one and half times more than their EAP and more than three times 
that of females (21.4%)…[.] More than two thirds of employees (67.6%) 
in Senior Management are male, while females only account for 32.4%”.  
The 17th CEE Annual Report 2016-2017 (2017 cited in DoL 2018:18) highlights 
that “more than two thirds of employees (66.7%) in Senior Management are 
male, while females only account for 33.3%”.  
The 18th CEE Annual Report 2017-2018 (2018 cited in DoL 2018:19) highlights 
that the “the representation of females is at approximately half their 
Economically Active Population (EAP) at the Top Management level” (refer to 
Figure 5.1). 
Figure 5.1: Top management by gender (all employers) 
 
Source: (DoL 2018:19) 
The statistics of the workforce profile at top management level is further reflected 
in Table 5.4. 
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Table 5.4: The workforce profile at the top management level 
 
Source: (DoL 2018:23) 
Table 5.4 confirms the male dominance in the workforce profile, which is also 
reflected at provincial level, as per Table 5.5. 
Table 5.5: Workforce profile at the senior management level by province, 
population group and gender 
 
Source: (DoL 2018:25) 
Tables 5.4 and 5.5 show the male dominance at the top and senior management 
levels, which demands gender equality.  
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Through a review of the statistics published by the DoL (2018), it can be deduced 
that in terms of representation of women on the SMS level, the following facts 
are obtained: as at March 2016,  
“there were 10 054 filled SMS positions, of which 4 119 (41%) were filled 
by women and 5 735 (59%) were filled by men. There has been an 
average increase of 1% from 2014 (39.8%), 40% in 2015, and 41% in 
2016. Of the 41% posts occupied by women, 72% consisted of African 
women (the same as in 2015), 13% whites (the same as in 2015), 
coloureds 7.8% (compared to 8% in 2015), and Asians 6.5% (compared 
to 6% in 2015)”.  
Refer to Table 5.6. 
Table 5.6: Representation of women by race and gender at SMS 
Gender 
Race  Unknown Female  Male  Total % 
African  2980 4236 7216 72% 
Asian   269 381 650 6.5% 
Coloured   322 497 819 7.8% 
White   548 798 1346 13% 
Total 23 4 119 5 912 10 054 100% 
Source: (DPSA 2017:17) 
The common trend above is that across all races, there are more men than 
women in SMS levels. African and white women have a representation of 42% 
and 40% respectively, while their male counterparts are at 58% and 61% 
respectively. Coloured and Asian women’s representation is 39% and 41% 
respectively, which puts their male representation at 61% and 59% respectively 
(DPSA 2017:18; see also Nhlapo 2018). Refer to Table 5.7. 
Table 5.7: Representation at SMS per race and gender at all levels of SMS 
Salary 
level 
Male Female Total Grand 
total White Asian Col. Afr. White Asian Col. Afr. M F 
13 543 245 316 2943 386 185 227 2124 4047 2922 6969 
14 181 96 126 937 129 68 71 650 1340 918 2258 
15 61 35 44 268 28 16 18 170 408 232 640 
16 13 5 11 88 5 0 6 36 117 47 164 
Total 798 381 497 4236 548 269 322 2980 5912 4119 10031 
Afr. = African; Col. = Coloured 
Source: (DPSA 2017:17) 
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In addition, the statistics published by the DPSA (2017:21) highlight that  
“the number of departments making progress in meeting the 50% equity 
target has decreased from 22 departments in 2015 to sixteen in March 
2016…[.] The increase in the representation of women at SMS has been 
at an average of 1%. This pace gives us an indication that the 50% target 
can only be achieved by the year 2025 if it does not change”.  
The review of facts and statistics published by the DPSA (2017:21) indicates 
that  
“the equity targets on the representation of public servants with 
disabilities (2%) and for women at SMS (50%) have not been met. Of 
concern are departments that have been hovering between 45% and 
49% over the past three years, but do not seem to be making any 
progress to reach the 50%. Some departments still have representation 
of women at SMS below 30% and representation of persons with 
disabilities below 1%”. 
5.3.4  Representation at SMS level by gender 
As at 31 March 2017, according to the DPSA (2018:25), the Public Service had 
a total of 10 254 filled senior management posts. Of these, 41.3% were filled by 
women and 58.7% were filled by men. At the end of the 2016/2017 financial 
year, the Public Service had 1 774 more male senior managers than female 
senior managers. 
5.3.5  Public servants in SMS by salary and gender 
It is clear from the reports of the DPSA (2018:27) that male dominance increases 
with salary levels; so much so that the difference in male representation in SMS 
between salaries level 13 and 16 is 15.98%. The biggest concern is at salary 
level 16 (Director-General) where the percentage difference is 47.56%, which 
equates to 78 more male Directors-General than females. In stark contrast with 
the level below senior management, the percentage of women is less than that 
of the men for all senior management salary levels (DPSA 2018:27): 13 (42.20% 
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female, 57.80% male), 14 (40.81% female, 59.19% male), 15 (37.76% female, 
62.24% male), and 16 (26.22% female, 73.78% male). It is seen that men hold 
more positions and hence outnumber women at SMS level across all race 
groups. 
5.3.6  Compliance with 50% target in the representation of women in SMS 
In the South African Public Service arena, only “eight National Departments and 
19 Provincial Departments have reached the 50% women at SMS target” (DPSA 
2018:30-31). Thirty-two provincial departments and 22 national departments 
have representation between 40% and 49% women in SMS (DPSA 2018:32). 
Forty-four provincial departments and 13 national departments have 
representation between 30% and 39% women in SMS (DPSA 2018:32). There 
are still 19 provincial departments that have less than 30% representation of 
women in SMS (DPSA 2018:32). The DPSA (2018:32) further confirms that the 
Department of Economic Development in Mpumalanga and the Department of 
Sports, Art and Culture in the Northern Cape have not submitted a progress 
report for the Gender Equality Framework for 2016/2017.  
5.3.7   Knowledge and understanding of gender mainstreaming 
A report titled Gender Mainstreaming Initiative in the Public Service was 
released by the PSC in 2006. This report highlights that   
“there is a lack of knowledge about gender mainstreaming in most 
departments and across all levels. Senior management does not know how 
to move from vision (policy) to strategy and action. The main reason for this 
is because of a lack of knowledge and understanding of what it is that needs 
to be changed, why it needs to be changed, how to go about the change 
process, and what results should be produced” (PSC 2006:47). 
The PSC report further adds that  
“there is a lack of support for gender mainstreaming from senior 
management based on a lack of understanding about ‘how’ to do gender 
mainstreaming and having other departmental priorities. The lack of 
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knowledge of gender mainstreaming coupled with conservative attitudes 
from senior management towards gender equity has in many cases a 
trickle- down effect” (PSC 2006:49).  
In addition, according to the PSC (2006:49),  
“there are no discussions about gender mainstreaming, no information 
flowing from senior management to lower levels, no support for those 
attempting to drive gender mainstreaming, no zero tolerance for sexual 
harassment, and hence no need to think about gender, apart from 
meeting targets. Useful insights were provided with regard to differences 
between home and work values, especially in relation to fitting into 
traditional roles of housewife and mother at home and the role of 
supervisor or manager where women and men’s roles were treated as 
the same”. 
5.3.8  Gender equality policies / strategic frameworks and alignment with 
the Strategic Framework for Gender Equality within the Public 
Service  
According to the DPSA (2013:13):   
 “most departments had developed guiding documents on gender 
mainstreaming; 
 eleven national and 19 provincial departments had approved gender 
strategic frameworks/policies; 
 some were approved as early as 1998, with the latest in 2011;  
 two national and seven provincial departments had draft gender strategic 
frameworks/policies; 
 seven national and 19 provincial departments did not have gender 
strategic frameworks/policies; and 
 five national and 17 provincial departments had policies that were aligned 
with the Strategic Framework for Gender Equality Within the Public 
Service” (DPSA 2013:13).   
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The DPSA (2013:13) confirms, however, that, “looking at the date of approval of 
some, it was unlikely that they had been aligned as they were developed long 
before the Gender Equality Strategic Framework of the Public Service came into 
existence”. In addition, the challenge is that “[d]epartments had adopted different 
variations in developing their policies/strategies, some only developed the ones 
that are externally focused and did not have the internally focused 
policies/strategies” (DPSA 2013:13).  
5.3.9  Establishment of institutional mechanisms 
A review of official DPSA reports highlights the following (DPSA 2013:13): 
 “thirteen national and 31 provincial departments had Gender Units; 
 five national and 31 provincial departments did not have Gender Units; 
 some departments, with no Gender Units, had incorporated these 
functions in the job descriptions of other employees, especially Special 
Programmes Officers and HR Practitioners; 
 departments that reported having Chief Directorates or Directorates, did 
not exclusively focus on gender; 
 staffing levels (including support staff) in components dealing with gender 
were not the same across all departments; 
 a large number of people identified as having responsibility for gender 
issues were Assistant Directors and Deputy Directors. In few instances, 
Directors and Chief Directors were identified; 
 one national and six provincial departments reported that the Gender 
Units were located in the Office of the HoD; 
 other units were located in Offices of the Members of the Executive 
Council (for example, two departments: Eastern Cape and North West 
province); and 
 although some Units were located in Offices of the HoDs, they did not 
exclusively focus on gender and some of them were only identified as 
sub-directorates. A large number of departments reported that Gender 
Units were located in Corporate Services” (DPSA 2013:13).  
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The challenge is that  
“the implication for offices that are doing all other things is that one of 
these programmes suffers. The location at Corporate Services results in 
gender programmes being restricted to HR issues in relation to training 
and recruitment, while all other line programmes do not mainstream 
issues of gender” (DPSA 2013:13).  
In addition, the DPSA (2013:14) highlights that  
“Principle seven of the HoDs’ Gender Action Plan Principles recommends 
that financial resources be made available to drive gender 
mainstreaming, however, reports showed that progress towards the 
provision of resources was low. Gender Units often cited lack of funds as 
a major challenge towards the implementation of policies”.  
5.3.10  Establishment of institutional structures 
The PSC (2006:48) highlights that  
“there is a lack of a clearly defined institutional framework that is 
necessary to facilitate the attainment of the vision of gender 
mainstreaming. Roles and responsibilities within the National Gender 
Machinery need to be clarified and then implemented and institutions held 
accountable for its success or lack thereof, within the Public Service”.  
The PSC (2006:480) furthermore states that  
“the national structures established to promote women’s empowerment 
and gender equality, specifically the Office of the Status of Women 
(OSW) and the Commission for Gender Equality (CGE), need to be 
strengthened to be able to provide the support and services required by 
government departments in implementing gender mainstreaming”. 
The role of the GFP, according to the PSC (2006:48),  
“needs to be reviewed and the competence of GFPs must be assessed. 
Most GFPs do not understand their roles or know how to implement their 
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responsibilities. Whether the GFP is dedicated to gender mainstreaming 
or plays a multi-faceted role, as is presently the case, remains a 
contested issue. Until gender mainstreaming is entrenched in 
departments, a person should be dedicated to this role”.  
“Having addressed the lack of and inadequacy of the drivers of gender 
mainstreaming at all levels within department”, according to the PSC (2006:48), 
“it is fair to state that the environment in general is not enabling for the 
empowerment of women”.  
5.3.11  Establishment of institutional processes 
Gender mainstreaming, according to the PSC (2006:48), “is not included in any 
departmental planning, monitoring, and budgeting processes, apart from 
ensuring that employment equity targets are met. To achieve gender equality, 
the government must embark on a rigorous gender mainstreaming strategy”. To 
this end, the PSC (2006:48) emphasises that  
“much of the responsibility for planning and implementing effective and 
innovative strategies for the promotion of women’s empowerment and 
gender equality will rest equally with key structures of the National 
Machinery and with individual government departments at the national, 
provincial, and local levels”.  
5.3.12  Recruitment and promotion practices 
In most South African Public Service departments, according to the PSC 
(2006:50), 
“recruitment takes place according to employment equity targets as 
informed by the employment equity plans. Women feel disadvantaged 
from the onset because they have practical needs that influence their 
ability to apply for certain jobs. A perception of both men and women was 
that women were less able to travel for work purposes because of 
domestic and parenting responsibilities and therefore did not apply for 
certain positions that require travelling”.  
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The PSC (2006:50) therefore emphasises that  
“this should not be seen as the reason to justify why women do not apply 
for such jobs but instead it raises substantive questions regarding how 
far a department would need to go to ensure organisational 
transformation to combat these challenges. Therefore, while there are no 
formal restrictions on the recruitment of women into senior positions, 
some subtle discrimination might come into play. This also refers to the 
obstacles or perception of the work that men and women should be doing. 
For example, secretarial work is generally seen as women’s work”. 
5.3.13  The role of the Office on the Status of Women (OSW) in supporting 
and encouraging gender mainstreaming in the Public Service 
With reference to the role of the OSW, the following challenges were highlighted 
by the PSC (2006:51): 
 “the role of the OSW differed from province to province. In some 
departments the OSW played a role only in terms of information 
dissemination and coordination, while in others it did not appear to have 
any presence; 
 it was apparent that the OSW did not have the institutional capacity to 
deliver on its mandate, with the absence of a clear vision and strategy, 
apart from raising its profile around events such as Women’s Month and 
the Sixteen Days of Activism campaign;  
 in addition to the lack of institutional capacity to fulfil its mandate and 
programmes, the OSW is also expected to participate in 
intergovernmental partnerships where it acts as support to the 
government. The small size of this office results in challenges in fulfilling 
these roles; and 
 between the CGE and OSW, tensions exist around mandate and 
functioning, resulting in the overall lack of coordination and 
communication between the OSW, CGE, and the DPSA, with confusion 
raised at all levels regarding roles and responsibilities” (PSC 2006:51).  
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The lack of clarity and communication between the various entities responsible 
for gender mainstreaming may have a negative impact whereby delegated tasks 
may not be completed on time. This may further delay the implementation of 
gender equality at SMS and MMS levels, which hampers realising the aims of 
the Strategic Framework for Gender Equality within the Public Service. 
5.3.14  Capacity-building initiatives 
With reference to capacity-building initiatives to mainstream gender, the 
following information was reviewed through official reports of the DPSA, as 
stated in Table 6.5. 
Table 5.8: Capacity-building initiatives 
Induction programmes Departments 
Gender-specific capacity 
development initiatives 
Seven national and 20 provincial departments  incorporated 
gender into their induction programmes.  
North West: No department had done so.  
Gender sensitivity training Ten national and 30 provincial departments: SMS members 
attended gender sensitisation / training sessions.  
Sixteen national and 35 provincial departments: Directors-
General and HoDs had been sensitised on the HoDs’ 
Gender Equality Action Plan Principles. 
General capacity-building 
initiatives  
 
Ten national and 16 provincial departments had capacity-
development programmes specifically targeting women.  
Mpumalanga: No department had capacity-building 
initiatives for women. 
Programmes  
 
Programmes were meant for staff only and some were 
meant for service recipients.  
For programmes designed for staff, departments catered 
for women in middle management with programmes aimed 
at preparing them for senior management positions and the 
Accelerated Development Programme was cited 
frequently. 
Some programmes were designed for women who were 
already in senior management positions. 
Bursaries and learnerships/mentorship also featured as 
examples of programmes used to empower women.  
In relation to programmes targeted at service recipients, 
programmes indicated initiatives taken by departments to 
reach women in rural areas. Identified women were 
provided with skills to enable them to effectively participate 
in economic activities. These programmes were also aimed 
at poverty eradication.  
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Induction programmes Departments 
Mentorship/coaching 
programmes for the 
empowerment of women  
 
Three national and nine provincial departments had 
mentorship/coaching programmes.  
None of the departments in Limpopo, Gauteng, 
Mpumalanga, and North West had any such programmes.  
Mentorship programmes were used as the transfer of 
wisdom, knowledge, and skills from a more experienced 
individual to those who hold junior or less-experienced 
positions in business and this was specifically important for 
women as part of the empowerment programme.  
They targeted the acquisition of appropriate skills and 
insights to develop and enhance the individual’s 
knowledge, values, and attitudes in a selected career path 
in a world of work that has always been male-dominated.  
Source: (DPSA 2013:14) 
The PSC (2006:46) states that  
“in general the empowerment of women is not happening in any 
significant or meaningful way in departments. Apart from general policies 
and practices that affect all staff, there are no specific programmes that 
recognise women as a separate interest group with specific interests and 
needs. This includes issues related to recruitment, training and 
addressing the practical needs of women. Participants at senior 
management level argued that the predominantly male culture has made 
it difficult for their voices to be heard”. 
The challenge is that the percentage of gender sensitivity training is low, which 
demands organising more workshops to meet the objectives of the Strategic 
Framework for Gender Equality within the Public Service. On the other hand, it 
is witnessed that departments have begun to incorporate gender aspects in 
institutional mechanisms and capacity-building interventions. This process is 
nonetheless slow. 
5.3.15  Budget allocation 
Not all South African Public Service departments, according to the DPSA 
(2013:19), provide amounts in budget allocation for women’s empowerment 
programmes. Furthermore, it appears that there has been difficulty in providing 
disaggregated information and some departments concede that their budgets 
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are not disaggregated. Also, with those departments that have provided 
amounts, it appears that the amounts only relate to the components that deal 
with gender issues. Disaggregation of data is a challenge that must be 
addressed by the DPSA and its partners.  
Through the review of official documents, it can be emphasised that   
“the challenges facing gender equality in the South African Public 
Service, in regards to the Constitution, [are] that women at the SMS levels 
are still not adequately represented due to the slow implementation and 
poor compliance with A Strategic Framework for Gender Equality Within 
the Public Service” (Rees 1998 cited in Mokhele 2016:47).  
5.4  Summary 
This chapter reviewed the official documents of the DPSA, the PSC, and other 
related institutions. Through the review, it can be considered that although the 
institutional mechanisms, processes, and structures incorporate gender 
aspects, the percentage of women involved in decision-making portfolios, 
strategic positions, and capacity-building initiatives is low. The HR processes 
also need to mainstream gender in recruitment, promotion, and employment 
equity. In addition, the challenges explored indicate that many departments have 
implemented the Strategic Framework for Gender Equality within the Public 
Service, yet there is still a lack of understanding and support regarding gender 
mainstreaming that hampers the effective implementation of the Strategic 
Framework for Gender Equality within the Public Service.  
Chapter Six offers recommendations to improve the situation. 
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CHAPTER SIX 
FINDINGS, CONCLUSIONS AND RECOMMENDATIONS 
6.1    Introduction 
The previous chapters explored, discussed, and analysed the findings of this 
study in detail. Chapter Six now provides an overview of the study by explaining 
the realisation of the research objectives formulated in Chapter One. In addition, 
this final chapter explains the findings that have been drawn from this research. 
It concludes by offering significant recommendations to improve gender equality 
in the South African Public Service.   
In Chapter One, the rationale of gender equality was raised and the emphasis 
was placed on gender equality in the South African Public Service. This study 
aimed to provide a conceptual framework gained from the literature in an effort 
to explain the issues, concerns, challenges, and solutions regarding the 
achievement of gender equality in the South African Public Service.  
The study explored, described, and explained gender equality and its practical 
application in the South African Public Service. This chapter attempts to finally 
provide answers for the following secondary research question posed in Chapter 
One (Section 1.3.1):  
 What are the possible recommendations for the South African Public 
Service to successfully implement the Strategic Framework for Gender 
Equality within the Public Service?  
This chapter also presents a summary of the findings, and hence draws 
conclusions on the problem statement. The study primarily employed the 
qualitative research approach. A combination of data-collection methods was 
triangulated to obtain diverse perspectives in the area of gender equality. The 
study draws conclusions that reflect and align the research objectives in all 
chapters with an aim to fill the literature gaps and thereby contribute to the field 
of public management and governance. 
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Chapter One, as the introductory chapter, posed the following guiding research 
question to explore the core problem area (see Section 1.2):  
 To what extent do regulatory and institutional factors influence the 
effective implementation of the Strategic Framework for Gender Equality 
within the Public Service, and in achieving SDG 5 in South Africa?  
To explore and investigate the challenges identified in the study, the focus was 
sub-divided into 11 research questions and five research objectives (see 
Sections 1.3.1 and 1.3.2). These objectives were explained and analysed in the 
different chapters of this dissertation. 
The following objectives were addressed, interpreted, and utilised in the context 
of the chapters in this dissertation:  
 Objective One was discussed in Chapter Two, which aimed to 
conceptualise gender and gender equality, and to discuss the 
development movements that paved the way for gender equality and the 
theoretical approaches of gender equality. 
 Objective Two was discussed in Chapter Three, and aimed to describe 
the statutory, regulatory, and policy frameworks implemented in the 
South African Public Service to advance gender equality. 
 Objective Three was discussed in Chapter Four, which provided the 
rationale of the Strategic Framework for Gender Equality within the Public 
Service, and explained the structure and conceptual framework and the 
processes to mainstream gender in the South African Public Service. 
 Objective Four was discussed in Chapter Five, which explained the 
factors that influence gender equality in South Africa. It also described 
the factors that hamper the effective implementation of the Strategic 
Framework for Gender Equality within the Public Service. 
 Objective Five is discussed in Chapter Six, which is to provide possible 
recommendations for the South African Public Service to successfully 
implement the Strategic Framework for Gender Equality within the Public 
Service. 
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6.2  Synthesis, findings and conclusions of the chapters in terms of the 
research objectives  
Through various data-collection methods, the relevant information was collected 
to address all the research objectives in an effort to develop diverse 
perspectives to enhance the literature in the field of gender equality. Practical 
recommendations are provided in this chapter to substantiate the findings and 
conclusions made in the previous chapters. The recommendations aim to 
improve the effective implementation of the Strategic Framework for Gender 
Equality Within the Public Service in South Africa. 
6.2.1 Chapter Two: Conceptual Overview, Development Movements, and 
Theoretical Approaches to Gender Equality 
Chapter Two aimed to clarify the following research questions (see Section 
1.3.1):  
 What does the concept of gender entail? 
 What does the concept of gender equality entail? 
 What are the development movements that paved the way for gender 
equality? 
 What are the theoretical approaches to gender equality?  
To provide a conceptual framework for gender equality, that was discussed in 
Section 2.2 of Chapter Two, the first sections of the chapter focused on 
conceptualising the definition of gender and related terms. The chapter also 
described various development movements for gender equality, such as WID, 
WAD, and GAD (Section 2.3). The chapter also discussed the theoretical 
approaches to gender equality, which included the critical feminism theory, the 
gender disparities theory, the liberal theory, the equal treatment approach, the 
welfare approach, the efficiency approach, the equity approach, the 
empowerment approach, and the GMA (Section 2.4). The GMA was adopted as 
the theoretical framework of this study. The information provided in Chapter Two 
was intended to provide a significant framework in order to understand gender 
equality and how it relates to the Strategic Framework for Gender Equality 
Within the Public Service. 
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6.2.2    Chapter Three: Statutory, regulatory, and policy frameworks that 
govern mainstreaming of gender equality in the South African 
Public Service 
Chapter Three focused on the following research question (see Section 1.3.1 of 
Chapter One): 
 What are the statutory, regulatory, and policy frameworks implemented 
in the South African Public Service to advance gender equality? 
Chapter Three conceptualised and explained the statutory, regulatory, and 
policy frameworks that govern mainstreaming of gender equality within the 
South African Public Service. The Strategic Framework for Gender Equality 
within the Public Service (2006-2015) complies with agreements contained in 
sub-regional, regional, and international gender instruments to which South 
Africa is a party.  
Chapter Three therefore discussed the following international instruments: ILO 
conventions, the UNCRPD, the Beijing Declaration and its Platform for Action of 
1995, CEDAW of 1979, the UN’s SDGs, the AU Heads of States’ SDGEA, the 
SADC Heads of States’ Declaration on Gender and Development and its 
Addendum on the Prevention and Eradication of Violence against Women and 
Children, and the Commonwealth’s PoA on Gender Equality (2005-2015) (see 
Section 3.2). 
The chapter also discussed the following statutory frameworks: the Constitution 
of South Africa of 1996, the Public Service Act of 1994 and its PSR, the 
Commission on Gender Equality Act of 1996, the Basic Conditions of 
Employment Act of 1997, the Employment Equity Act of 1998, and the PEPUDA 
of 2000 (see Section 3.3). 
The chapter furthermore discussed the following regulatory frameworks: the 
WPTPS of 1995, and the White Paper on Affirmative Action in the Public Service 
of 1998 (see Section 3.4). 
The chapter also discussed the following policy frameworks: the South African 
National Policy Framework for Women’s Empowerment and Gender Equality, 
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and the Draft National Action Plan for Women’s Empowerment and Gender 
Equality (2006-2015) (see Section 3.5). 
The gender equality regulatory and legislative frameworks demand gender 
equality in the Public Service to offer equal opportunities to male and female 
employees. 
6.2.3  Chapter Four: The Strategic Framework for Gender Equality within 
the Public Service 
Chapter Four aimed to clarify the following research questions, which were 
posed in Chapter One (see Section 1.3.1):  
 What is the rationale of the Strategic Framework for Gender Equality 
within the Public Service? 
 What is the structure and conceptual framework for gender equality in the 
South African Public Service? 
 What are the processes to mainstream gender in the South African Public 
Service? 
Chapter Four conceptually explained the Strategic Framework for Gender 
Equality within the Public Service. The DPSA is the custodian of this framework. 
In this regard, the official documents of the DPSA were consulted and reviewed 
to obtain information regarding gender equality in the institutional structures and 
processes in the South African Public Service. The chapter described the 
rationale of the Strategic Framework of Gender Equality within the Public 
Service (see Section 4.2). Thereafter, the structure and conceptual framework 
for gender equality and women’s empowerment in the Public Service were 
explained (see Section 4.3). The principles and broad guidelines enunciated and 
proposed in this document were drawn directly from the integration of gender 
considerations in the transformation of the public sector (see Section 4.4). It is 
significant to gain an understanding of whether Public Service departments at 
both national and provincial levels are fulfilling the objectives of the Strategic 
Framework for Gender Equality within the Public Service by incorporating 
gender equality in their internal organisational structures, processes, and 
structures.  
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6.2.4  Chapter Five: Factors that influence the implementation of the 
Strategic Framework for Gender Equality within the Public Service 
Chapter Five aimed to clarify the following research questions that were posed 
in Chapter One (see Section 1.3.1): 
 What are the factors that influence gender equality in South Africa? 
 What are the factors that hamper the effective implementation of the 
Strategic Framework of Gender Equality within the Public Service? 
Chapter Five paid attention to the social, economic, political, cultural, religious, 
and traditional factors that hamper gender equality in the South African context 
(see Section 5.2). Thereafter, the chapter contextualised the institutional factors 
that hamper the effective implementation of the Strategic Framework for Gender 
Equality within the Public Service (see Section 5.3). The information was 
supported by embedding statistics on the Public Service through a review of 
official documents obtained from the DPSA, the PMG, and the PSC to explore 
the level of implementation of the Strategic Framework for Gender Equality 
within the Public Service in a general context. 
6.3  Recommendations based on the findings of the study 
In order to improve gender equality aspects within the South African Public 
Service, this study proposes the following recommendations: 
6.3.1  Regulatory obligations 
All Public Service departments must ensure that workshops are organised to 
guide employees regarding awareness of the various global, regional, and 
national commitments that demand gender equality in the Public Service. The 
officials must be able to translate these mandates into action plans for 
implementation. 
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6.3.2  Knowledge and awareness regarding gender mainstreaming and 
gender equality 
The DPSA needs to ensure that the document A Strategic Framework for 
Gender Equality within the Public Service is submitted to all Public Service 
departments. The departments thereafter need to organise orientation 
workshops at the beginning of every year to equip new appointees with the 
aspects and processes of gender mainstreaming and equality in the Public 
Service. Gender forums must be established to organise such workshops in the 
departments to enable employees to reflect on gender equality aspects and 
processes in the context of their specific work areas. 
6.3.3  Short courses on gender mainstreaming 
The Public Service departments must ensure that SMS employees attend short 
courses on gender mainstreaming organised by the National School of 
Governance. For middle and lower management levels, workshops must be 
organised to ensure that all employees at all levels are informed and 
knowledgeable regarding aspects of gender mainstreaming and equality. The 
employees must therefore be able to implement actionable measures in their 
work environment. 
The courses must include the aspect of diversity to ensure that both men and 
women are capacitated and work together as co-workers and partners and not 
as sub-employees, which is a gender-biased approach. Gender awareness and 
diversity issues must be handled together with maintaining gender sensitivity in 
the workplace. 
6.3.4  Capacity-building interventions 
All Public Service departments must ensure that capacity-building interventions 
are in place for gender equality and women’s empowerment. HR and line 
managers must identify the training needs of female employees and offer them 
opportunities to improve their competence for better career options. The 
capacity-building interventions must also include bursaries, learnerships, and 
mentorship opportunities for female employees in the Public Service. 
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This intervention also demands that the leadership in Public Service 
departments must set aside a portion of their budget for gender-based training. 
Gender-based training must also be provided to officials and staff who are 
involved in programme planning, procurement, and budgeting processes. 
6.3.5  Human resource (HR) management processes 
HR management processes in the Public Service must be gender based. The 
gender mainstreaming of HR processes is imperative to ensure that women are 
given fair and equal opportunities in recruitment and selection, career 
development, and training and development aspects of HR. This is required for 
women to access better positions and portfolios in the Public Service. 
6.3.6  Integration of processes and structures 
Public Service departments must ensure that gender mainstreaming and 
equality processes and structures – for example, GFPs, gender desks, and 
gender forums – are established, integrated, and functioning efficiently.  
6.3.7  Monitoring and evaluation 
The DPSA must ensure that all Public Service departments submit their gender 
mainstreaming and equality reports annually to the DPSA for assessment. This 
will assist the DPSA in identifying gaps in the implementation of the Strategic 
Framework for Gender Equality within the Public Service.  
Corrective measures can be established to improve gender equality in Public 
Service structures, processes, organisational strategic and leadership portfolios, 
department-based decision-making processes, and work-based policies and 
programmes, hence meeting the goals of SDG 5 (gender equality and women’s 
empowerment). However, the achievement of SDG 5 also demands political and 
administrative will to ensure that gender equality is streamlined and aligned with 
all organisational and departmental processes, structures, strategies, and policy 
frameworks, and driven at the highest level in each Public Service department. 
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6.4  Area for future research 
A future research area is suggested as follows: 
 Assessing the Implementation of the Strategic Framework for Gender 
Equality within Public Service Departments: Selected Case Studies. 
This study can be conducted in selected Public Service departments to develop 
a comparative database to explore implementation gaps and success factors, 
hence expanding the knowledge base in the field of Public Management and 
Governance. 
6.5  Summary  
This chapter explored the main findings of the study, and offered significant 
recommendations for consideration by all South African Public Service 
departments to successfully implement gender equality in their institutional 
policies, programmes, structures, and processes. 
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